Marginalization of Mothers in the Market: A Comparative Study of the Limits and Opportunities for Public Policy by Crosslin, Jennifer Mary
The University of Southern Mississippi 
The Aquila Digital Community 
Master's Theses 
Fall 12-2012 
Marginalization of Mothers in the Market: A Comparative Study of 
the Limits and Opportunities for Public Policy 
Jennifer Mary Crosslin 
University of Southern Mississippi 
Follow this and additional works at: https://aquila.usm.edu/masters_theses 
Recommended Citation 
Crosslin, Jennifer Mary, "Marginalization of Mothers in the Market: A Comparative Study of the Limits and 
Opportunities for Public Policy" (2012). Master's Theses. 457. 
https://aquila.usm.edu/masters_theses/457 
This Masters Thesis is brought to you for free and open access by The Aquila Digital Community. It has been 
accepted for inclusion in Master's Theses by an authorized administrator of The Aquila Digital Community. For 
more information, please contact Joshua.Cromwell@usm.edu. 
The University of Southern Mississippi 
MARGINALIZATION OF MOTHERS IN THE MARKET: 
A COMPARATIVE STUDY OF THE LIMITS AND 
OPPORTUNITIES FOR PUBLIC POLICY 
by 
Jennifer Mary Crosslin 
A Thesis 
Submitted to the Graduate School 
of The University of Southern Mississippi 
in Partial Fulfillment of the Requirements 
for the Degree of Master of Arts 
Approved: 
December 2012 
ABSTRACT 
MARGINALIZATION OF MOTHERS IN THE MARKET: 
A COMPARATIVE STUDY OF THE LIMITS AND 
OPPORTUNITIES FOR PUBLIC POLICY 
by Jennifer Mary Crosslin 
December 2012 
Despite significant gains of women living in advanced democracies over 
the last several decades, sex inequality in the market still exists. Women still 
earn less, work less, and are less likely to be found in top leadership positions in 
the market, especially mothers, but disparity between men and women in terms 
of these outcomes varies among many countries. This study explores the 
relationship between government policies and the market outcomes of women in 
the United States and other European nations to determine if the different 
policies explain the variances, and consequently the necessity of state 
intervention for achieving gender equality. The findings suggest state 
intervention is necessary to achieve sex equality and therefore does explain in 
part different market outcomes of women in the different countries in this study. 
However, specific policy provisions and important contextual factors can enhance 
or mitigate the degree to which government policies can affect the market 
outcomes of women. The analysis of government policies also demonstrates the 
weakness of the states' ability to influence change in the workplace and the 
broader cultural gender ideology and thus explains why progress has been so 
slow even in countries with extensive government intervention. 
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CHAPTER I 
INTRODUCTION 
In many parts of the world, women have achieved a level of equality 
unheard of a century ago, and given the long history of subordination , one could 
argue that the world is moving in the right direction, and true equality, especially 
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in advanced democracies, such as the United States, is on the horizon. However, 
in many ways the achievements of earlier generations have not translated into a 
continuous upward trajectory toward equality, but rather have slowed or even 
stalled (OECD, Earnings Database; OECD, Labor Force Statistics; World 
Economic Forum, Global Gender Index 2011) . The 1960s and 1970s ushered in 
a new era for many women with vitally important legislation and economic 
opportunities. As a result, women participated in the market at record numbers 
and reached unprecedented educational achievements, now accounting for more 
than half of all college graduates (UNECE, Statistical Database). State 
interventions played an important role in bringing about these changes, and 
many feminist scholars and activists argue that the state needs to continue to 
intervene on behalf of women to address the inequalities that exist between the 
sexes today (Williams 201 0; Crompton, Lewis, and Lyonette 2007; Morgan 2006). 
In all of these countries, women still earn less, work less, and are less likely to be 
in top leadership positions in the market, especially mothers. 
Many states have continued to intervene at different times and in various 
ways over the last few decades passing legislation and even engaging in state 
propaganda to address the structural and cultural barriers that produce and 
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reproduce sex inequalities, and yet the problem still persists. The U.S. 
government, however, has done very little by comparison to other countries in 
Europe, especially the Nordic states (Crompton, Lewis, and Lyonette 2007). The 
level of state intervention in the Nordic states is often credited for the relatively 
more gender equal society than other countries in the West. For several years 
now the Nordic states have been ranked in the top four slots on the Global 
Gender Index that measures sex equality in four key areas, health, politics, 
economy, and education, while the United States has ranked lower than all other 
western European countries (World Economic Forum, Global Gender Index 
2011) . According to a report released by Save the Children, the Nordic States 
are the best place to live for moms, and while many countries are struggling 
economically, the Nordic states are prospering owing their success, they claim, 
to working women supported by their comprehensive social policies (Bennhold 
2011 ). The Nordic model certainly raises questions about whether state 
intervention is necessary to ensure sex equality. 
Purpose of the Study 
Have government polices not done enough to intervene on behalf of 
women or is it that state intervention is not able to affect the market outcomes of 
women, rendering it unnecessary? Since there is variation between states in 
terms policy provisions and market outcomes for women, it is likely that the state 
intervention is in part the cause of these variances, and therefore, explains the 
need for government policies. The purpose of this study is to determine whether 
these policies can in part explain the variances between states in terms of the 
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different levels of sex inequality. Given the different levels of state intervention 
that exist among various countries in the West and the reliable and comparable 
descriptive statistics on men and women's employment, wages, and leadership 
roles, this study is able to qualitatively compare the different policies within these 
states and measures their effectiveness by assessing their respective outcomes 
in the market. This approach assess the effectiveness of the state policies by 
considering important contextual factors of each state, thereby permitting the 
opportunity for meaningful distinctions that may negate the effectiveness of the 
particular policies within the state and impact the replication of these policies 
from one state to another. 
Structure of the Paper 
The chapters of this study include a literature review, methodology section, policy 
analysis, and conclusion . The Literature Review explores the large body of 
research about the causes of sex inequality in the workplace. Identifying the 
causes of sex inequality is important for measuring the effectiveness of state 
interventions. The degree to which state policies affect the level of sex inequality 
in the workplace is reflected in the state's ability to address the causes. 
The policy analysis section of this study is divided into four parts. Each of 
the policies is divided according to the particular outcome the policy is designed 
to achieve. These include market outcomes in employment, wage, and 
leadership positions, and the distribution of unpaid labor. 
CHAPTER II 
LITERATURE REVIEW 
Introduction 
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Women have always worked, especially minorities and the poor, but it was 
not until the 1960s and 1970s that a significant number of women, including the 
generally absent middle class mothers, joined the workforce (Honey 1984). 
Feminists during this time argued that working full time outside the home was 
essential for the liberation of women. Betty Freidan argued in her 1962 book, The 
Feminine Mystique, that this strategy was effective for starting a sex-role 
revolution. Over 50 years later, however, the promise of feminism has yet to be 
fully realized. Why has progress been so slow? The literature suggests that 
without addressing the structural and social barriers in work and family life, the 
sex-role revolution will remain incomplete (Williams 201 0). While the literature 
provides a comprehensive explanation of the causes of sex inequality in the 
market, few studies have demonstrated that state intervention is needed to 
address these causes. This study thus, adds to the literature by qualitatively 
assessing the affect of government polices on the market outcomes of women to 
determine the necessity and ability of state intervention to remove the barriers for 
sex equality. The following includes a review of the literature that explains the 
causes of sex inequality, alternative explanations about the market outcomes of 
women, the structural and social barriers for women in the workplace, and the 
reasons for the different types of policies pursued by states. 
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Causes of Sex Inequality 
Engel's Marxist Theory 
According to Engels (1972), the origin of sex inequality lies in the 
transformation of labor during the rise of class society. In hunter-gather societies, 
women were able to combine motherhood and work, but as production moved 
away from the household, the private household became a sphere primarily for 
reproduction. Consequently, this gave rise to a division between the public and 
private spheres. Women were restricted to private reproduction, and men moved 
between the two spheres as a contributor of market production and head of the 
private household. Women's economic dependence on men translated into her 
subordinate role in the family and the wider society. 
Feminist Theory 
Engels' theory of the origin of sex inequality falls short of providing a full 
explanation for why women's contributions to the family were viewed as less 
valuable. Feminist theory coupled with Engel's theory of gender stratification 
provides a more comprehensive understanding of the structural and cultural 
causes of sex inequality. Though feminist theory is diverse, one common thread 
is that patriarchal ideology is the root cause of sex inequality. Patriarchal values 
were legitimized by major religions that claim male dominance as God's will , 
sciences that find biological differences to support men's dominance, and legal 
systems that excluded women's participation. Together these functioned to 
create a dominant gender ideology that legitimized the male dominated social 
order (Lorber 201 0) . 
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Patriarchal values have in different ways become imbedded within the 
various political, economic, and social institutions in different societies throughout 
history (Tong 2009). The era of industrialization that occurred in many countries 
in the West during the turn of the 201h century had profound and lasting effects on 
the entrenchment of patriarchal ideas and values within these institutions 
resulting in significant structural and social barriers for sex equality. This era 
• 
spawned the creation of the male breadwinner/housewife model, which created a 
division between men's paid work outside the home and women's unpaid work in 
the home (Reskin and Padavic 2002). This stark division of labor between the 
sexes reinforced the societal beliefs that certain qualities are necessarily and 
distinctly female and the same often antithetical true for males. Haste (1994) 
argues that these ideas are constructed from their daily observations of gendered 
differences and knowledge of biological and historical facts about sex and result 
in what she terms as lay social theory of gender. The beliefs and assumptions 
derived are cemented in the collective conscious of society because what is 
believed to be true about gendered differences is also observed as truth. 
Members of society are unaware of how these beliefs perpetuate and reinforce 
the differences observed. The dominant gender ideology, thus, justified the 
division of labor and women's subordinate role, and in turn the division of labor 
provided support for the gender ideology by creating a stark division in the lived 
experiences of men and women. 
7 
Gender Socialization Theory 
Gender socialization theory explains how gender ideology is perpetuated. 
According to the theory, one's biological sex is not directly related to one's 
gender. The latter is learned from infancy onward through a process of imitation, 
social cues, social interactions, rewards, and punishments from family, teachers, 
peers, and culture (Wood 2009). Because gender ideology is shared throughout 
much of society, gender performance, i.e. masculinity and femininity, is often 
viewed as natural leading people to assume that gender and sex are one in the 
same, and thus, static. However, feminist scholars find different definitions of 
masculinity and femininity in various cultures today and throughout history (Wood 
2009). Tahitian men, for example, tend to be gentle, mild-tempered, and non-
aggressive, and it is acceptable for these men to reveal painful emotions 
(Coltrane 1996). These anthropological studies of gender systems support 
gender socialization theory in that they demonstrate gender is in fact , socially 
and culturally constructed, and thus, malleable. 
Haste ( 1994) writes, "lay social theories inevitably also generate 
inconsistencies, paradoxes, and uncomfortable truths, which have to be dealt 
with" (1 0). This occurs when societal views about gender contradict what is 
observed and/or what is revealed through scientific inquiry. In this respect , 
"real ity can impinge on our social theories" in a way that forces us to challenge 
our assumptions creating opportunities for change (Haste 1994, 11 ). The friction 
between our observations and our theories, however, do not necessarily result in 
change. Various forms of resistance often manifest to preserve the status quo 
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(Haste 1994). In many ways, this explains the changing and yet persistent 
patterns of gender ideology since the 1960s and 70s. The lived experiences of 
women changed dramatically and resulted in new definitions of womanhood and 
even motherhood. However, these changes did not coincide with changes in the 
lives of men, and thus, created opportunities for resistant forces to secure by and 
large the dominant gender ideology in the West, and thus, an unfinished 
revolution (Williams 201 0). 
Gender Interaction Theory 
Gender socialization theories are further supported by studies of human 
interaction. Gender is unique from other forms of social difference because of 
the extent to which men and women interact, ranging from within the family unit 
to many other forms of social interaction. Interaction research suggests that 
perceived gender differences are pervasive in interactions particularly within the 
context of unequal relationships. The research also shows that few gender 
differences in behavior exists when interactions occur between peers with equal 
status and power, but because the majority of the interactions between men and 
women take place in the context of unequal power relationships, the similarities 
between the sexes are often overlooked and the dominant gender ideology is 
reinforced and reproduced (Ridgeway and Smith-Lovin 1999). Creating the 
necessary frictions that would facilitate opportunities for changing the dominant 
gender ideology as discussed by Haste (1994) become even more difficult 
because of the limited interactions between the sexes that takes place outside 
structurally unequal relationships. 
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The changes in women's employment over the last several decades has 
created opportunities for friction by increasing the interactions between men and 
women in the workplace and by contributing to increased economic 
independence within the home. The interactions, however, have not been 
enough to produce a significant threat to the dominant gender ideology. Reskin 
and Padavic (1994) argue that the reason is largely due to three specific gender 
processes in working life, sexual division of labor, the devaluation of women's 
work, and the construction of gender on the job. The sexual division of labor 
refers to the different types of occupations that women and men have. The 
majority of workers are concentrated in single sex working environments. In 
addition, within occupations and even specific places of employment men and 
women are assigned different jobs that result in limited equal interactions 
between the sexes. The devaluation of women's work also limits equal 
interactions between men and women in the workplace even among colleagues. 
Essentially, because women's contributions are not equally valued by employers, 
the status of men is elevated even among men and women with the same or 
similar jobs. The construction of gender refers to the workplace culture and 
norms that reflect and favor masculine forms of interactions. Women are thus, 
excluded from equal interactions by virtue of their perceived inability to conform 
to these norms (Reskin and Padavic 1994). 
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Alternative Explanations 
Biological Theory of Difference 
Not everyone agrees, however, that the differences between men and 
women are a result of gender socialization. Those who subscribe to essentialist 
claims about gender differences argue that the inequality that exists today is a 
result of individual choices and abilities. The wage gap, employment gap, and 
leadership gap are not largely a result of discrimination or structural and social 
barriers, but rather a consequence of the essential differences between the 
sexes that influence different outcomes (Browne 2002) . Proponents argue that 
men and women often choose occupations that reflect their innate differences 
(Sax 2006; Baron-Cohen 2007). This, they claim explains the occupational 
segregation that occurs in virtually every advanced democracy. Because men 
are better systemizers, they are more likely to hold jobs in science, technology, 
engineering, and mathematics (STEM). Women, on the other hand, are better 
empathizers, and are thus more inclined to work in health, education, and social 
services. Men are also more aggressive, competitive, and take more risks, and 
thus, make them suited for highly competitive leadership jobs in finance, large 
corporations, and law (Browne 2002). Proponents of essentialist theory of 
gender differences cite scientific studies that demonstrate differences in the brain , 
body chemistry, early childhood play, and personality traits and conclude that 
these differences explain the different preferences, choices, and talents ascribed 
to each sex, and thus, the different outcomes in the market, albeit unequal 
(Browne 2002; Sax 2006). 
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Feminist scholars concerned about the popularity of such theories, 
especially the degree to which proponents of essentialist theories are able to 
reinforce and strengthen the dominant gender ideology in societies, have written 
about the weakness of essentialist claims. They do not deny that there are in 
fact biological differences between the sexes, but they disagree that these 
differences amount to any meaningful group differences in behaviors, skills, and 
preferences. 
Historically, scientific explanations for difference have been used to justify 
inequality. For example, Fausto-Sterling (2000) , writes, 
In an era that argued politically for individual rights on basis of human 
equality, scientists defined some bodies as better and more deserving of 
rights than others .... insisting that bodies of male and female, of whites 
and people of color, Jews and Gentiles, and middle class and laboring 
men differently .. . Theories that declared all men created equal threatened 
to undermine the logic behind fundamental social and economic 
institutions ... Not surprisingly then, the science of physical difference was 
often invoked to invalidate claims for social and political emancipation (39) . 
In the mid. 19th century, women activists who demanded better educational 
opportunities were met with resistance from scientific experts claiming that 
allowing women to get college degrees would ruin their health , leading to sterility 
and ultimately the degeneration of the human race (Newman, 1985). 
Fine (201 0) and Fausto-Sterling (2000) both argue that contemporary 
science for sex differences reveals gaps, assumptions, inconsistencies, poor 
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methodologies, and leaps of faith. The authors investigate a number of 
commonly cited studies that are used to support essentialist theories of sex 
difference and find that gender ideology influences many of the research 
questions and their interpretation of the results. For example, one popular study 
conducted by Connellan (2000) looked for sex differences in infants by 
measuring the babies' interest in faces versus mobiles. The study found that 
both males and females spent an equal of time looking at faces, but boys spent 
longer looking at the mobile than did the girls, and the girls spent longer looking 
at faces than they did the mobiles. The authors concluded that their study 
suggests that girls are hardwired to look at faces; while boys are hardwired to 
look at moving objects (Connellan et al. 2000). Connellan further concludes, 
along with other proponents of essentialist theories of difference, including 
Leonard Sax, author of Why Gender Matters, the study reflects innate differences 
between empathizing and systemizing and can account for the sex ratio in 
occupations. A closer look at Connellan's study revealed that standard 
procedures for testing newborns visual preferences were not followed (Fine 201 0, 
112-117). The problem with this study and ones like it include not only the poor 
methodologies, but also the certainty that differences measured in infants, brains, 
or hormones can amount to any real difference in group behavioral outcomes. 
Fine (201 0) argues that just because you see a response in the brain, for 
example, does not mean you get to claim that it is hard-wired. In fact, there is a 
growing body of research in science that illustrates that environment is more 
important than we originally thought. Fine (201 0) writes, "when it comes to 
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genes, you get what you get. But gene activity is another story: genes switch on 
and off depending on what else is going on. Our environment, our behavior, 
even our thinking, can all change what genes are expressed" (177). The authors 
conclude, that not unlike their 191h century predecessors, the science of sex 
difference is greatly influenced by the dominant gender ideology, and by its 
authority reinforces it. This they argue has consequences that reach far in to the 
lives of men and women. Fausto-Sterling (2000) writes, "I want us to never, in 
the process, to loose sight of the fact that our debates about the body's biology 
are always simultaneously moral, ethical and political debates about the social 
and political equality and the possibilities for change. Nothing less is at stake" 
(255) . 
Human Capital Theory 
Another popular explanation for sex inequality comes from economists. 
According to mainstream economic theory, i.e. human capital theory, the 
differences between men and women in the market can be explained by their 
relative differences in skill , experiences, and commitment to their jobs. Thus, the 
wage gap, employment gap, and leadership gap, persists today largely because 
of the different investments men and women make. These investments include 
education , training, and experience. Human capital theory assumes that the 
market essentially does not discriminate. Thus, if women had the same human 
capital as men, sex inequality would not exist (Polachek 1981 ; Blau, Ferber, and 
Winker 1998; Bojars 2005). 
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Economists explain that because women and not men orient their lives 
around family, they are not able to make the same kinds of investments. Human 
capital theory, however, does not consider the biological, sociological, and 
psychological factors that influence the different preferences and choices of men 
and women, but rather only considers sex inequality in the market in terms of 
supply and demand (Reskin and Padavic 2002). Thus, though women's 
orientation to family explains at least in part the unequal outcomes of men and 
women, human capital theory cannot explain why women and not men make 
these decisions. In addition, without considering structural and social factors, 
economists can only draw incomplete conclusions about sex inequality (Reskin 
and Padavic 2002). Furthermore, human capital theory fails to explain sex 
inequality because intentional and unintentional discrimination against women 
does occur despite their equivalent capital (Reskin and Padavic 2002). 
Structural and Social Barriers in the Workplace 
There is a consensus among feminist scholars about the causes for the wage 
gap, employment gap, and leadership gap. The causes include discrimination 
and structural and social constraints that shape and constrain women's labor 
market outcomes. Despite laws outlawing discrimination, it still occurs, 
especially in male dominated workplaces (Hinze 2004) . One study found that 
56% of women in corporate science jobs, and 69% of women in engineering had 
experienced sexual harassment (Hewlett et al. 2008). 
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Structural barriers 
The structural barriers include masculine ideal worker norms, masculine 
cultures, and workplaces practices for recruitment, promotion, and training. 
During industrialization, the workforce became increasingly male. In the United 
States, for example, women and children made up roughly 40% of the industrial 
workforce in 1840, but that number dropped to about 25 percent by 1870 
(Baxandall, Gordon, and Reverby 1976). By 1890, only 17% of women worked 
in paid labor outside the home (Goldin1990) . As a result of the largely male 
workforce, job criteria and evaluations, equipment, and working schedules were 
created around male norms. Job criteria and evaluations were largely based on 
stereotypically male characteristics for which women are not socially permitted to 
have. Jamieson (1995), author of Beyond the Double Bind, refers to this 
phenomenon as the "double bind". Women are placed in a no win situation in 
which their competency is judged according to the superior male standard for 
which women can never be recognized as having by virtue of their sex. If women 
perform as expected according to their gender, their work is not valued in the 
same manner as men. A number of empirical studies suggest that men's 
qualifications, talents, and achievements are rewarded more than women's 
(Val ian 1998; Steinpreis, Anders, and Ritzke; Davison and Burke 2000; 1999 
Heilman 2001 ). In addition, women who behave according to masculine norms 
are penalized. One study found that women were less likely than men to 
negotiate for salaries, but those that did received lower salary packages than 
those women who did not try to negotiate (Bowles, Babcock, and Lai 2007) . 
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Another found that women, not men, who fail to perform altruistic acts are 
disliked, and when men, not women, perform these acts, they are liked more 
(Heilman and Chen 2005). Women are also perceived as less effective leaders 
whether they conform to masculine norms or not (Prime, Carter and Welbourne 
2009). These studies suggest that women face significant barriers in the 
workplace with regard to masculine ideal worker norms. 
Equipment 
Equipment is often designed with the average male in mind, and thus, 
make it difficult for women and even smaller men to use. Though installing new 
equipment is expensive for companies, redesigns and replacements that are 
made fairly often can be made to include specifications that allow women to use 
equipment. In addition, technological advancements, such as lifting devices, 
enable more women to work (Reskin and Padavic 2002). These technological 
advancements could allow owners to lift certain job criteria that often exclude 
women, such as being able to lift 125 pounds (Williams 2000). The fact that 
these adjustments are seldom made reflects pervasive traditional expectations 
about what types of jobs are better suited for men (Reskin and Padavic 2002). 
Work Schedules 
Work schedules were designed to accommodate men with the expectation 
that they have a wife to take care of the children and the home. Thus, long 
working hours, especially in professional jobs, overtime, often available to blue 
collar workers, shift jobs, and the ability to relocate have become a normal part of 
doing business (Williams 2000). Many women (mothers) find it difficult to 
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conform to these norms because of their disproportionate role in unpaid labor in 
the home (Crittenden 2001 ). A number of studies and surveys confirm that 
women often reduce working hours (sometimes quit) and even delay (or never 
reach) accession to higher positions because of work family conflict (Duquet et al. 
201 O; Jansen, et al 201 0; Cha 201 0; Coronel, Moreno, and Carrasco 201 0; 
Omari and Smith 201 0; Abele and Spurk 2011 ). 
Masculine Culture 
Masculine cultures can serve as a barrier for many women. Women 
working in male dominated occupations are likely to be subject to harassment 
and exclusion (Glick and Fiske 2007) . Harassment and exclusion manifests in a 
variety of ways in the workplace, including demeaning comments and gestures, 
denial of insider information, traditional client entertainment venues that exclude 
women, such as golf courses and strip clubs, isolation, displays of superiority, 
and lack of support, training, and networking (Glick and Fiske 2007; Williams 
2000; Fine 201 0) . As a result, the retention level of women in male dominated 
occupation is low. One study found that women were twice as likely as men to 
quit science and engineering jobs (Preston 1992). Another found that 25% of 
women in corporate engineering and technology jobs felt that their colleagues 
believed their sex was a handicap for scientific aptitude (Hewlett et al. 2008) . 
In addition, women are less inclined to work in male dominated 
occupations because they perceive that they do not belong (Cheryan et al. 2009). 
Women find it difficult to image working in such occupations, and thus, pursue 
education, training, and skills in other fields. Lack of fit bias also functions in the 
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opposite direction in which employers may perceive women, because of gender 
stereotypes, as not being the right fit for a male dominated profession. This bias 
is especially strong against mothers (Fine 201 0). 
Workplace Practices 
Workplace practices for hiring, training, and promotion also pose 
significant barriers for women. Most recruiting practices are through referrals 
from current workers. This practice tends to favor same sex and race 
composition (Reskin and Padavic 2002). As mentioned previously, women are 
less likely to get the support they need in·the workplace, and they are more likely 
to be judged according to gender stereotypes when evaluation criteria is not clear. 
A number of studies suggest that women experience a competence barrier 
based on gender stereotypes that are reflected in job evaluations. These studies 
found that women's success is generally attributed to situational factors while 
men's success is attributed to skill , and women's mistakes are judged as 
incompetent, while men's mistakes are often attributed to situational factors 
(Swim and Sanna 1996); women are judged more objectively, while men receive 
more leniency (Huang 2008); and criteria standards are often adjusted to fit 
men's credentials (Norton, Vandello, and Darley 2004). In addition, the types of 
job promotion women tend to receive as opposed to men, particularly among 
high ranking senior positions, include leadership positions that are risky or likely 
to fail regardless of whom is in charge (Ryan and Haslam 2005). Like previous 
studies, these suggest that women and not men face significant structural and 
social barriers in the workplace. 
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Motherhood Penalty 
Women face penalties in training and promotion due to reduction in hours, 
breaks in employment for caring responsibilities, and perceived lack of 
commitment whether this perception is founded or not. Feminists often refer to 
this as the motherhood penalty or maternal wall. The motherhood penalty refers 
to the loss of wages over the life courses of mothers due to the increased 
likelihood that women work less, have breaks in employment, turn down job 
promotions, refuse to relocate, accept lower paying dead end jobs all because for 
the sake of their children and not necessarily their lack of work commitment 
(Crittenden 2001; Williams 201 0). 
The motherhood penalty also includes as a loss of wages that occur when 
women are penalized for perceived stereotypes about women's work 
commitment because of their family responsibilities rather than actual job 
performance, education, and experience. One study reviewed a number of 
employment discrimination cases throughout the 1990s and into the 21 st century 
and found that companies often cited women's preferences for dead end jobs 
because of their family commitments as the reason for not promoting these 
women despite the lack of evidence for this preference (Selmi 2005). Another 
study found that when presented with identical resumes, participants rated 
nonmothers more favorably depicting her as more committed, competent, and 
worthy of $11 ,000 more in salary. In addition, only 47% of mothers compared to 
84% of nonmothers were recommended for hire. The study also included a 
follow-up experiment to determine whether this penalty existed for fathers as well, 
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but this time, however, they sent these resumes out to employers and waited for 
callbacks. They discovered that unlike mothers, fathers were not disadvantaged 
at all (Correll, Benard, and Piak 2007). 
Social Barriers 
The social barriers women face reflect both gender stereotypes that 
penalize their performance in the market, as discussed previously, the social 
expectations for motherhood, and the well documented stereotype threat that 
shapes women's behaviors and preferences. Many women experience an 
emotional and moral conflict with their dual role as mothers and workers. Blair-
Loy (2003) interviewed women executives about their work family conflict. She 
found that women who gave up their professional careers to take care of children 
and women who chose career over family both felt as if they had missed out on 
an important and rewarding experience. Essentialists argue that the pull of 
motherhood is more natural for women, and thus, explains women's propensity 
to work less or give up their careers all together in favor of motherhood. 
Deutsch's (1999) study, however, finds that men in equal sharing household 
have developed the same closeness to their children that is often associated with 
mothers. Demos (1982) argues that historically men have played a larger role in 
family life and were involved in daily routine activity. According to a NPR Tell Me 
More report on July 12, 2012, an increasing number of men are choosing less 
demanding careers to better balance work and family life (Martin 2012) . Work 
Life Balance Institute also found a growing number of men who would like to be 
more involved with their children and reduce their working hours. Fathers who 
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do, however, take advantage of work place flexibility policies not only face the 
same job risks mothers face but also face ridicule by their male colleagues 
(Fuegen et al. 2004; Wayne and Cordeiro 2003). Together these accounts 
suggest that men feel the tug of parenthood as well , but the social consequences 
are worse for fathers than they are for mothers. The reverse, however, is true of 
women. The social consequences of not putting children first are greater for 
women than men (Crittenden 2001; Williams 201 0) . 
Psychologists and sociologists have d~monstrated through a number of 
experimental studies that stereotypes play a significant role in influencing 
behavior (Hippel et al. 2011 ), performance (Bosson, Haymovitz, and Pinel 2004; 
lnzlicht and Ben-Zeev 2003), self perception (Steele and Ambady 2006), learning 
ability (Taylor and Walton 2011 ), and even preferences (Correll 2001 ). Research 
has demonstrated that stereotypes, or stereotype threat as it is commonly 
referred, influence behavior in a way that often is self fulfilling. In other words, 
gender stereotypes that describe women as more empathic and men as better at 
math, for example, tend to influence the behaviors and abilities of men and 
women in these areas aligning with the stereotype, but only when gender is 
salient. When researches remove the saliency of gender or specific gender 
stereotypes, they find that there is little to no difference in behavior and abilities 
between the sexes (Eisenberg and Lennon 1983; Davis and Kraus 1997; Ickes 
2003; Candinu et. al 2003). Psychologist Michelle Ryan (2004) concludes from 
her research, "It is the salience of gender and gender-related norms, rather than 
gender per se, that lead to differences between women and men" (253). 
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The collection of these studies coupled with the critics of essential 
differences between the sexes suggests that cultural and social influences play a 
significant role in shaping the observed differences between the sexes. The 
good news for feminists is that research also suggests that it is possible to 
weaken or even eliminate the stereotype threat. More research is needed to 
understand whether different strategies are needed in different context, but so far 
the research suggests that self affirmations (Cohen et. al 2006; Cohen et. al 
2009; Martens et al. 2006) capitalizing on multiple social identities (Rydell and 
Boucher 201 0), blurring the group boundaries (Rosenthal and Crisp 2006), and 
even humor (Ford et al. 2004) are effective strategies. 
The social and structural constraints impacting women's work and care 
patterns often affect the lives of different women in different ways. Often a 
multiple of factors, both social and structural, work together to create sex 
inequality. Studies suggest that these factors include a range of micro and 
macro level variables, including race, marital status, parental education levels, 
pre-birth job experiences, relative income and employment hours of spouse, self-
image, disproportionate contribution to unpaid labor in the home, social 
expectations of motherhood, access to affordable childcare, parental support 
work policies, such as parental leave and sick leave, and masculine worker 
norms and culture that make it difficult for women to balance career and family 
and feel like they belong (Stanley-Stevens and Kaiser 201 0; Hotchkiss, Pitts, and 
Walker, 2011 ; Joesch 1994, Klerman and Leibowiz, 1999; Ponzato 2007; Kenjoh 
2005; Ericksen et al. 2008; Yerkes 201 0; Gibbons et al. 2011 ; Shafer 2011 ; 
Carmichael et al. 2008; Dozier 201 0). 
Explaining State Intervention 
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There is a general consensus among feminist scholars, activists, and even 
national, supranational and international organizations, such as Families and 
Work Institute, European Commission, UN Human Rights Commission, about the 
types of policies and practices that are needed to address sex inequality. The 
recommended policies and practices reflect an understanding of the structural 
barriers, in particular, and social barriers mentioned throughout this literature 
review. Removing social barriers are generally addressed indirectly through 
government policies. For example, parental leaves that include a daddy month 
are intended to encourage greater involvement in caring for children among 
fathers. 
Despite a strong consensus, however, the level of state intervention varies 
across countries in the West. Scholars have written about why the variance 
occurs. Morgan (2006) argues that understanding the different ideological and 
political forces within the state can explain the variances. Morgan concludes that 
the state's relationship to the market and family, leftist political power, women's 
employment patterns, and feminists organizing coupled with the strength and 
influence of various institutions, such as religioun, that reinforce the dominant 
gender ideology shapes preferences for women's employment pol icies within 
states. 
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Another popular explanation for the sources of variation is the different 
national welfare regimes. Esping-Anderson (1990) developed an influential 
typology of welfare capitalist state regimes that divide nations into three different 
types, liberal regimes, social democratic regimes, and conservative/corporatist 
regimes. The variances among states can be largely grouped according to the 
type of welfare regime. Liberal regimes (Australia, Canada, United Kingdom, and 
United States) regulate a majority of social services to the private market while 
providing a basic safety net for the most disadvantaged. Social democratic 
regimes (Nord ic states) provide universal, equal benefits through direct 
government spending. The conservative/corporatist regimes (Austria, Belgium, 
France, Germany, Italy, and Netherlands) offer generous support for benefits 
linked to professional status and regulate welfare of the most disadvantaged in 
society to families and the voluntary sector. Both liberal and social democratic 
regimes promote the employment for all. The former does so through the lack of 
social policy protections, and the latter does so through comprehensive policy 
protections and support for all. Conservative/corporatist regimes, however, 
protect unemployed men through social benefits and expect women to be 
dependent on men. Despite the broad similarities, there are, however, some 
important differences between states assigned the same label (Morgan 2006). 
France and Belgium, for example, differ from other conservative/corporatist 
regimes because these states support the employment of women and provide 
assistance for those who want to stay home (Morgan 2006) . 
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The contributions of the above mentioned scholars suggest that though 
effective policies may be necessary to bring about the kind of change need to 
achieve gender equity, replicating effective policies may prove to be difficult for 
some states because of the constraints associated with the political ideology and 
structures within the state and the different factors identified by Morgan (2006). 
Fraser (1997) identifies three distinct models based on the types of state 
policies, workplace practices, and societal responses. These include the 
universal breadwinner model, caregiver parity model, and the universal caregiver 
model. Fraser explores which model will best achieve gender equity and why. 
The author finds that the first two models are problematic. The first forces 
women to conform to masculine ideal worker norms, and the second supports 
women's care and thus, contributes to less time in paid labor. Both models 
reinforce gender ideology by not forcing men to change. Frasier (1997) contends 
that the last model will have the most positive effect on gender equity because it 
facilitates reciprocal change between the sexes in which both men and women 
play equal roles in care and work. Gambles, Lewis, and Rapoport (2007) test 
Fraser's predictions about these models. The authors measure the societal 
changes in attitudes and the division of unpaid labor in states that fit each of the 
three models. They find broad support for Fraser's theory. The authors found 
evidence of the beginning stages of reciprocal change in Nordic states as 
opposed to other states that do not fit the dual caregiver model. 
How then, can reciprocal change be achieved through state intervention? 
Based on the review of the literature thus far, it is clear there is relationship 
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between the structural and social barriers for women. Both are by in large 
informed by the dominant gender ideology. Despite changes in working patterns 
of women over the last several decades, sex stereotypes about the appropriate 
roles, behaviors, and skills persist. Ridgeway and Smith-Lovin (1999) explain, 
The production and reproduction of culturally shared beliefs about natures, 
differences, and inequality of men and women occurs as a result of 
repeating patterns of association across interaction contexts between the 
background identity of male and female and a diversity of situational 
specific positions of equality and inequality. (195) 
Thus, in order for a change in the dominant ideology to occur, repeating patterns 
of association across interactions need to change, but these patterns have been 
slow to change as a result of the structural and social barriers that make it 
difficult for the creation of new patterns of associations. Therefore, the degree to 
which state intervention is able to affect change will be reflected in the degree in 
which the structural and social barriers are reduced or removed and 
consequently, new associations and equal power relationships are forged, 
thereby resulting in a change in the dominant gender ideology. This theoretical 
perspective of the structural and social constraints coupled with the production 
and reproduction of gender ideology provides the framework for the analysis of 
the effectiveness of state policies that follows. 
CHAPTER Ill 
METHODOLOGY 
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This study is a qualitative cross-country case study of government policies 
that directly or indirectly affect sex equality in the workplace. The central focus of 
this study is to explore the policy provisions that best explain in part the country 
variances in the level of sex inequality in the market. Based on the literature, it 
follows that the degree to which the policies reduce or eliminate the social and 
structural constraints will be reflected in the different measures of sex equality in 
the workplace and consequently, can explain in part the level of variance 
between states. The effect of policies, however, rests on whether they are 
successfully implemented and designed in a manner that actually addresses 
these constraints. Thus, an important part of this analysis includes an 
assessment of the specific policy provisions and the successful implementation 
of these measures. An analysis of this kind illuminates the advantages and 
limitations of particular types of policies, the degree of necessity of government 
intervention, and whether they should be replicated in other countries. 
Qualitative versus Quantitative Approach 
Though it is difficult to prove causation between policies and outcomes 
using a qualitative approach (Lewis et al. 2008), research has shown that policies 
do in fact matter (Gornick, Meyers, and Ross 1997; Mahon 2002; Avdeyeva 
2006) . With this in mind, a qualitative cross-country policy analysis 
supplemented with descriptive statistics provides some key advantages over a 
purely quantitative study. Quantitative studies are largely designed to study the 
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measure of things, which in part is what this study is trying to achieve and, thus, 
explains the reason for using descriptive statistics (Berg and Lune 2012) . A 
quantitative study of the effectiveness of policies requires operationalizing the 
various policies within each of the countries. This, process, however, largely 
ignores the nuanced differences between policy provisions and important 
contextual factors that could meaningfully affect the implementation and use of 
the policies, and consequently the effectiveness. Thus, when measured against 
sex equality outcomes, the results may not be accurate. The measured 
effectiveness of policies could be over or understated (Brady and Collier 201 0). 
Alternatively, a qualitative approach provides researchers with the opportunity to 
give a more nuanced account of the policy differences and, consequently, 
captures a more accurate picture of the relationship between policies and 
outcomes. In addition, a qualitative approach can also provide an explanation for 
why policies achieve or fail to achieve sex equality in the market. This 
explanation not only helps us understand the level of necessity of state 
intervention for achieving sex equality, but may also confirm or call into question 
theories about the causes of sex inequality in the market (Berg and Lune 2012). 
The limitation of a cross-country comparison is the wide range of variables 
that influence the relationship between policy and outcomes especially given the 
political, economic, and cultural differences between the states. It is certainly 
difficult to account for all of these variations. This limitation, however, is one 
shared by a quantitative study as well. Identifying key variables that may 
influence this relationship is a necessary step for both types of methodological 
approaches (Brady and Collier 201 0). Some of these variables are discussed 
throughout this study, and are important not only for sound research, but they 
also provide context for understanding the implications for successful 
implementation and replicating polices in different countries. 
Defining Sex Equality 
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Determining the efficacy of various policies in reducing sex inequality in 
the market requires an understanding of what exactly we mean by equality. 
Equality as defined in this study has been discussed extensively throughout the 
literature review and refers to the equal sharing and value of men and women in 
both paid and unpaid labor, commonly referred to as the transformative model. 
Though there is a broad consensus about this definition, not all agree that this is 
how equality should be defined. Feminists have argued about the definition of 
equality for decades. Two other definitions emerge from this debate and can be 
broadly summarized as sameness between men and women and the equal 
valuation of differences between men and women (Armstrong, Walby, and Strid 
2009). Critics of these views argue that the sameness model is insufficient 
because it does not challenge the economic and social structures in society that 
privileges masculine working norms and women's role in social reproduction. 
Women and men are viewed as equals in the market despite the unequal role of 
unpaid labor in the home and undervalued contributions of women in the market. 
The difference model is inadequate because it rests largely on essentialist 
notions of gender that ignore the role of gender socialization in the lives of men 
and women. Though it is important that women's contributions be as valued as 
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men's, achieving this can not be done because essentialist claims about gender 
differences often result in preserving the patriarchy rather than challenging it. 
Social reproduction has yet to be considered of equal value as economic 
reproduction , and this is unlikely to change as long as women and not men 
continue to play a more significant role in the former (Armstrong, Walby, Strid 
2009). 
Analyzing Government Policies 
Based on the transformative model of ~quality, sex equality policies must 
be able to remove or minimize the effect of the social and structural constraints 
that contribute to sex inequality in the workplace. Many of the causes of sex 
inequality are common to all states, but the degree of which may vary. For 
example, occupational segregation that contributes to the wage gap is a problem 
in all states, but the level of occupation segregation is higher in the Nordic States. 
Thus, measures to address this problem in this state would result in a more 
significant narrowing of the wage gap than in other states. Considering important 
contextual factors that may vary in different states and even within different 
regions, demographic characteristics, occupations, and individual businesses is 
included in the assessment of the different policies. Accounting for all these 
variables is outside the scope of this study, but these considerations were 
included throughout the research and analysis phases of this study. 
For the most part, policies do not redress the causes of sex inequality for 
all women. There are important differences in the lives of individual women that 
influence the impact of policies in their lives. Some policies specifically target 
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certain groups of women while others strive to be universal, and even those that 
are designed to be universal may exclude many women largely because of the 
specific provisions of the policies and the diverse needs, conditions, and 
preferences in the lives of women. Therefore, the analysis of policy provisions 
requires an assessment of the intended beneficiaries and whether the specific 
provisions are capable of meeting their needs. 
With these considerations in mind, the assessment of the different policies 
in this study included answering the following questions. What are the provisions 
of each of the policies? Who are the intended beneficiaries of the policies? To 
what extent do these provisions address the causes of sex inequality? To what 
extent are the provisions capable of meeting the needs of the intended 
beneficiaries? What contextual factors influence or undermine the successful 
implementation and utility of these policies? Finally, to what extent do these 
factors vary in the different states? 
Descriptive Statistics 
Measuring the levels of sex inequality in the workplace is important for 
evaluating the impact of policies. There are many data sources available that 
measure the levels of employment, wages, and managerial and leadership roles 
for both men and women and the division of labor activity in the home. The 
descriptive statistics used in this study primarily rests on those collected by the 
Organization for Economic and Cooperation Development (OECD), Eurostat, the 
International Labor Force Survey (ILFS), and the US Bureau of Labor Statistics. 
Though not always strictly comparable due to the various mechanisms for 
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collecting the data, each organization takes steps to collect data using similar 
definitions and criteria for the measurements. When possible, the descriptive 
statistics primarily used throughout this study are from the OECD due to the fact 
that this organization collects a wide range of economic and social statistics for 
all the countries in this study. 
Descriptive statistics of the sex differences in employment, wages, 
leadership positions in the market and the division of labor in the home are 
commonly used as measurements for sex inequality. The first three are often 
referred to as the employment gap, wage gap, and leadership gap. Several 
studies rely on these same statistics to illustrate the level of equality between the 
sexes in the market (Crompton, Lewis, and Lyonette 2007; Lofstrom 2008; Boeri, 
Del Boca, and Pissarides 2005). Following suit with past research, this study 
uti lizes these statistics to demonstrate the level of state variance. Though these 
measurements are widely used, reliable and comparable, like any type of 
measurement, they do not in and of themselves capture all forms of sex 
inequality in the workplace, nor are they the only measurements used by 
researchers. Past qualitative research has measured sex inequality in the 
workplace as sex variances in the level of stress and wellbeing, job satisfaction, 
retention rates, incidences of sexual harassment, and perceived work life conflict 
(Estrada and Berggren 2009; Okpara, Squillace, and Erondu 2005; Wallace 
2001; Hagan and Kay 2007; Strandh and Nordenmark 2006; Keene 2005). 
33 
Case Study Analysis 
The criteria for selecting the different state policies as case studies include 
a range of policies that directly or indirectly impact the outcomes of women in 
employment, wages, leadership, and the distribution of unpaid labor. Sex 
equality is one among many other different goals pursed by the state. Other 
goals include cost-cutting, reducing poverty, increasing fertility rates and 
improving economic efficiency. These other goals influence the construction and 
implementation of the policies and consequently, can minimize the impact for 
creating sex equality in the workplace. Nonetheless, these policies can have 
positive implications for sex equality, and thus, are included in the policy analysis 
(Lewis et al. 2008). The policies selected for this analysis were chosen from the 
European Commission's Export Group on Gender and Employment report (Bettio 
and Verashchagina 2009), European Foundation for the Improvement of Working 
and Living Conditions report (Fouarge 2008) and the European Commission's 
Reconciliation Between Work and Private Life report (Margherita, O'Dorchai and 
Bosch 2009) . All of the policies referenced in these reports were included in this 
study with the exception of child support policies and child and family allowances 
and tax benefit policies. While these policies may indirectly support women's 
employment by providing additional funds for child care support, the affect of 
these policies are largely related to the economic well-being of women rather 
than market outcomes. For example, countries with guaranteed maintenance 
payments and universal child allowances (Germany, France, Sweden, and 
Norway) have lower rates of poverty for women, especially lone mothers (Save 
the Children, State of World's Mothers 2011: Champions of Children). 
Countries 
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The countries include in this analysis are the United States, Germany, 
France, the United Kingdom, Sweden, and Norway. These countries were 
selected for three reasons. First, they were chosen because of their ran kings on 
the Economic Forum's Global Gender Index 2011. Of particular importance to 
this study is the economic participation and opportunity subindex. The states 
included in this study include a range from high to low rankings among high-
income countries for this particular subindex. Norway, the United States, and 
Sweden rank high on this list, while Germany and the United Kingdom can be 
found in the middle, and France is at the bottom. This range provides important 
insights for determining the level of necessity for state intervention. Second, 
policy information and statistics for these countries are more widely available for 
these states than other advanced democracies that rank high on the list. Finally, 
the types of government policies within these states vary and include a range of 
provisions. For example, the American government has implemented very few 
policies while the Nordic states have the most extensive policies of all countries 
in the West. The level of government intervention, however, is not the only 
variable that may influence the nature and scope of sex inequality in the 
workplace. Economic, political and cultural differences between countries can 
contribute to the variances observed in different countries; however, the 
similarities found in these countries minimize the impact of these variables. 
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All of these countries share a similar history of industrialization, and 
economic and social liberalization. As mentioned previously, the period of 
industrialization had a significant and lasting entrenchment of the division of paid 
and unpaid labor in society. Each of the countries has entered into a post-
industrialist phase and support liberal market capitalism. Market structures, 
however, vary in each of these states. Of particular importance to this study are 
the types of wage setting systems that exist within these states. These systems 
can affect the level of pay equity between the sexes. The level of centralization 
of wage setting and bargaining that take place in these countries varies. The 
United States and the United Kingdom have the most decentralized system. 
Much of the bargaining process occurs on a firm-by-firm basis. Sweden and 
Norway are perhaps the most centralized bargaining process of all the states in 
th is study, but particularly in Sweden, the wage setting system has become 
increasingly decentralized over the last thirty years. In Germany and France, 
wages are negotiated at the industry level, but the French system also allows for 
firm-level negotiations. This is largely because the bargaining process is for the 
most part uncoordinated (Kenworthy 2001 ). These differences will inevitably 
affect the design and implementation of pay equity policies. In addition, the 
effectiveness of these policies will rest on the unique differences of the wage 
setting systems in each country, and thus, modeling rather than exact replication 
would be a better approach for transplanting a policy from one state to the next. 
All of the countries in this study are considered to be advanced 
democracies with similar political systems. The political ideology of each state 
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shares a common heritage of liberal theory of the state, but each differ in the 
degree to which the state plays a role in the lives of their respective citizenry. For 
example, the Nordic states view the role of the state to be more involved in the 
affairs of individuals and families than in the United States and United Kingdom, 
which often regulates the needs of individuals and families to the market and 
non-profit sectors (Morgan 2006). These differences are expressed in the 
previously mentioned welfare typology designed by Epsing-Anderson (1990). 
This difference in the expected role of the states has implications for the types of 
policies each government pursues to ensure sex equality in the market and, thus, 
may affect the degree to which policies are replicable from one state to the next. 
The cultural differences that are of particular importance to this study are 
the variances in the level of support for traditional gender norms. These views 
influence political and social discourse, and thus, the types of policies 
constructed and the implementation and use of the policies. Based on surveys 
conducted by the Pew Research Center and the Eurobarometer Report, all of the 
countries, there is wide support for the employment of women, but views about 
how best the division of paid and unpaid labor in the home should be organized 
vary in each country. Wall (2007) examined the attitudes about gendered 
division of labor in various countries, including four of the six in this study. Wall 
(2007) identified seven clusters of attitudinal patterns within these states, ranging 
from strong traditional to strong modern views. Though strong traditional views 
accounted for very little percentage of the population in each of these countries, 
the portion was smaller in Sweden than in any other country in the study. When 
the seven clusters are divided into three categories, traditional, moderate, and 
modern, traditional views account for about 45% of the population in Germany, 
37% in France, 36% in the United Kingdom, and 30% in Sweden. 
37 
Though there are important economic, pol itical , and cultural differences 
between these countries, gender ideology as the primary cause of sex inequality 
is common to all of these states and, thus, any successful government 
intervention rests on the ability of policies to remove the social and structural 
barriers that produce and reproduce the dominant gender ideology. Based on 
the research discussed previously, challenging the dominant ideology requires 
the number of unequal status interactions between the sexes be significantly 
reduced throughout society. As more women and men interact with each other 
under the context of equal power relationships where actual behavioral 
differences are virtually non-existent, the perceived differences will inevitably be 
in contradiction with the actual experiences of those interactions, thus, creating 
opportunities for changing the dominant gender ideology. Government can play 
an important role in facilitating this change because of its relationship with the 
economic and social structures in society. In each state, successful government 
intervention includes promoting equal pay and status of women in the workplace, 
a more equal distribution in the types of jobs and positions held by men and 
women, and a more equal role of mothers and fathers in the home and 
workplace. Essentially, reconstructing the way work and care is organized is a 
common necessary feature of all state intervention. The particular way this is 
achieved will certainly vary, but in many ways the successful approaches taken 
will be very similar given the similarities discussed previously, making 
comparisons between policies and outcomes meaningful. 
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The following chapter is organized into four sections according to the 
measurable outcomes of sex equality in employment, wages, and leadership and 
in the distribution of unpaid labor. Within each section, policies that potentially 
influence the narrowing of inequalities in each of these three areas are discussed. 
The comparative country analysis takes place within the context of each of these 
policies. Important contextual factors relating to the policies that may affect the 
construction and implementation of the policies are considered in the cross-
country comparative analysis of the case studies. 
CHAPTER IV 
CASE STUDIES 
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The first section of this chapter reviews policies that affect the employment 
outcomes of women. These policies include childcare, parental leave, and 
workplace flexibility policies. The second provides an analysis of anti-
discrimination and pay equity legislation, job evaluation and desegregation 
policies, and propaganda campaigns that are designed to narrow the wage gap 
between the sexes. The third section reviews legislation designed to address the 
leadership gap. These policies include quota and workplace training and support. 
The last section is an assessment of the effects of policies designed to promote 
greater involvement of men in unpaid labor. These include reduced workweek 
and daddy month as part of parental leave policies. All of the policies discussed 
do not necessarily fit neatly within the three sections. Some policies are able to 
influence a narrowing in other areas. For example, childcare policies that 
promote employment for women can also help address the wage gap because of 
the possibility of less time outside the market. On the other hand, some of the 
policies may help narrow the gap in one area, but contribute to the widening in 
another area. For example, businesses that offer part time work can encourage 
women's participation in the market, narrowing the employment gap, but the 
reduced hours contribute to both the wage gap and leadership gap. The 
overlapping consequences of these policies will also be addressed. 
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Employment Gap 
The employment gap can be viewed in terms of the gap in total 
employment, full-time employment, and part-time employment. In every country, 
women are less likely to be employed, and more likely to work part-time than 
men (see Figures 1 and 2). There are, however, differences in the level of 
employment of women in each country. The Nordic states have the highest 
employment rates for women. France has one of the lowest employment rates 
for women, but the country has a history of low employment rates for both sexes 
(Morgan 2006) . The employment rates of women in all countries are affected by 
the current state of the economy and thus, countries experiencing economic 
growth will likely have more women employed, while countries with low or 
negative growth will likely have less participation of women, perhaps significantly 
less because women's employment generally suffers the most during a recession 
(Honey 1984). 
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Figure 1. Total Employment Rates(%) 2012 Q1 by Sex (Ages 15-75). 
Source: OECD, STAT Extracts. http://stats.oecd.org/ (Accessed June 6, 2012). 
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Figure 2. Portion of Total Part-Time(%) 2011 by Sex (Ages 15-75). 
Source: OECD, STAT Extracts. http://stats.oecd.org/ (Accessed June 6, 2012). 
Though historically women have fared worse than men during economic 
downturns, the recent global economic crisis has affected men's employment 
more so than women (Hurley, Storrie, and Jungblut 2011 ). The unemployment 
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rate of men from 2008 to 2011 was higher than the unemployment rate of women 
except in France (see Table 1 ). These figures, however, do not account for the 
number of women or men who have dropped out of the labor force altogether 
and, thus, does not provide a comprehensive view of the different unemployment 
rates between the sexes. 
In the United States, for example, the Labor Department reported that 
many of the jobs created during the recovery fell to men, 77%, yet, men still have 
higher unemployment rates than women. This could indicate women in the 
United States are leaving the workforce altogether. This may not be true of 
women in European countries where the growth of women's employment has 
42 
been higher than men's largely due to the growth of professional jobs in 
education as well as health and growth in female employment in low waged jobs 
(Hurley, Storrie, and Jungblut 2011 ). 
Table 1 
Unemployment Rates(%) 2008-2011 by Sex (Ages 15-74) 
STATE 2008 2009 2010 2011 
MEN WOMEN MEN WOMEN ·MEN WOMEN MEN WOMEN 
1. FR 7.9 6.9 9.4 8.9 9.7 9.0 9.7 8.8 
2. DE 7.7 7.4 7.3 8.1 6.5 7.5 5.6 6.2 
3. NO 2.4 2.7 2.6 3.6 2.9 4.0 3.0 3.4 
4. SE 6.6 5.9 8.0 8.7 8.3 8.5 7.3 7.6 
5. UK 5.1 6.1 6.4 8.5 6.8 8.6 8.5 8.6 
6. us 5.4 6.1 8.1 10.3 8.6 10.5 8.5 9.4 
Note: OECD, STAT Extracts. http://stats.oecd.org/ (Accessed June 6, 2012). 
Nonetheless, though country comparisons of employment rates of women 
may be influenced by market fluctuations, comparing the employment gaps 
between men and women in different countries reduces the impact of this 
variable especially during a time when many of the countries analyzed are 
experiencing similar market fluctuations. Evaluating the employment gap reveals 
a significantly higher disparity in all countries when compared to those of the 
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Nordic States (see Figure 3). Even though the economies in the Nordic states 
have not experienced the degree of market fluctuations that the other countries 
have, the differences in employment gaps between these states and other 
European countries and the United States has remained consistent over time as 
well (see Figure 4). 
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Figure 3. Employment Gap(% points) . Source: Calculated using figures for the 
employment of men and women 2012 01 . OECD, STAT Extracts. 
http://stats.oecd.org/ (Accessed June 6, 2012) . 
In addition, given that men's employment fared worse than women's 
during the Great Recession, it is possible that the narrowing of the employment 
gap in 2008 and beyond in countries most affected could in part be explained by 
the recession rather than an absolute increase in the employment of women. 
The percentage of women working part-time and full-time varies in each 
country as well. Employed women in the United States are more likely to work 
full-time than in any other country. The United Kingdom, on the other hand, has 
the highest rate of part-time work among employed women in the state (see 
Figure 5). 
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Figure 4. Employment Gap (Difference in % Points) 1994-2006 (Ages 15-64). 
Source: OECD Fact Book, Economic, Environmental and Social Statistics, 2009. 
www.oecd-ilibrary.org/economics/oecd-factbook-2009_factbook-2009-
en;jsessionid=1 wdwyqufqv9fo.delta (Accessed June 6, 2012). 
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Figure 5. Part-time Employment Rate of Women as Percentage of Total Female 
Employment. Source: Calculated using figures for part-time/full-time employment 
rates by sex. OECD, STAT Extracts. http://stats.oecd.org/ (Accessed June 6, 
2012). 
The employment rate of mothers explains in part some of the employment 
gap. As mentioned in the literature review, a number of studies suggest that 
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women often reduce working hours or even quit the work force because of 
children . Countries also vary in the extent to which being a mother impacts 
participation in paid work (see Table 2). The United States and the United 
Kingdom have the lowest participation rates of mothers with children under five. 
The participation rates of Swedish mothers with small children between the ages 
of three and five are largely unaffected. French mothers with children between 
the ages of three and five are also only slightly less likely to be employed. The 
number of children also affects maternal employment rates for all countries, 
especially among mothers with three or more children (data for United States and 
Norway not available), except Sweden (see Table 3). 
Table 2 
The Employment Rate of Mothers(%) by Age of Youngest Child 
STATE 
1. SE 
2. FR 
3. DE 
4. UK 
5. us 
6. NO 
ALL 
WOMEN 
81.9 
76.6 
75.4 
74.4 
72.0 
MOTHERS 
WITH 
CHILDREN 
UNDER15 
80.3 
73.6 
70.8 
67.1 
66.7 
MOTHERS 
WITH 
CHILDREN 
UNDER 3 
71.9 
59.3 
59.0 
55.9 
54.2 
72.0 
MOTHERS 
WITH 
CHILDREN 
3-5 
81 .3 
73.7 
66.3 
58.2 
62.8 
77.0 
MOTHERS 
WITH 
CHILDREN 
6-14 
76.1 
79.7 
76.0 
78.8 
73.2 
80.0 
Note: Rates are based on 2009 labor surveys for 25-54 age cohorts, except for Norway. The data is for Norway is from 
1996 and includes participation rates of mothers with children under three, three to six, and seven and older. OECD, 
Family Database. 201 1. www.oecd.org/elslsocialpoliciesand 
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data/oecdfamily-database.htm. (Accessed June 6, 2012). Statistics for Norway cited from OECD Country Note. Early 
Childhood Education and Care Policy in Norway. June 1999. www.oecd.org/norway/2534885.pdf (accessed June 6, 2012). 
Table 3 
The Employment Rate of Mothers (%) by Number of Children 
STATE 
1. SE 
2. FR 
3. UK 
4 . DE 
MOTHERS WITH 
ONE CHILD 
75.1 
75.8 
74.1 
70.2 
MOTHERS WITH 
TWO CHILDREN 
85.9 
73.6 
69.7 
66.7 
MOTHERS WITH 
THREE OR 
MORE 
77.0 
52.3 
45.4 
40.7 
Note: Rates are based on 2009 labor force survey for 25-54 age cohorts. Data for Norway and United States are not 
available. OECD, Family Database, 2011 . www.oecd.org/els/socialpoliciesanddata/oecdfamilydatabase.htm. (Accessed 
June 6, 2012) 
The employment rates of fathers are actually higher than men without 
children. According to the 2011 U.S. Bureau of Labor Statistics, the employment 
rate of fathers does not decline with the presence of small children, and the 
employment gap between mothers and fathers with children is 22.1 percentage 
points. This number increases among parents with children under six, 30.3 
percentage points. The Eurostat Labor Force Survey in 2006 reveals the 
employment rate of fathers is also higher in Germany, France, and the United 
Kingdom. Statistics are not available for the Nordic States. The employment 
rates of fathers between the ages of 25-49 and with children under 15 are 22.1' 
19.3, and 22.5 percentage points higher in Germany, France, and the United 
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Kingdom, respectively. The employment gap between mothers and fathers 
increases in these states as the number of children increases and with children 
under the age of five. In Germany the employment gap increases by 36.3 
percentage points when three or more children are present and 31.4 when 
children under the age of five are present. In France the gap increases by 33.5 
and 27 percentage points, and 37.5 and 30.8 in the United Kingdom. Clearly, the 
low participation rates of mothers explain at least part of the gap between men 
and women. 
The participation rates of women in paid labor also vary according to 
educational levels. The employment gap is highest in all countries among men 
and women with no or little college education. The gap narrows significantly 
among college graduates (see Table 4) . The number of children and the 
mother's level of education have a dual impact on the employment rates of 
mothers. The employment rates of mothers with lower levels of education are 
more significantly impacted as the number of children increases (see Table 5). 
Table 5 also illustrates the much higher employment rate of women without 
children. 
Table 4 
The Employment Rate of Women (%) and Employment Gap between men and 
women(% points) by Educational Attainment 
STATE 
1. NO 
Less Than 
Secondary 
60.8 (11.3) 
Post Secondary 
Non-Tertiary 
79.7 (7.7) 
University 
Tertiary 
89.1 (3.6) 
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Table 4 (continued). 
STATE Less Than Post Secondary University 
Secondary Non-Tertiary Tertiary 
2. FR 50.4 (15 .4) 71 .0 (9.4) 82.0 (6.1) 
3. DE 48.2 (18.3) 71 .2 (9.9) 82.7 (6.8) 
4 . US 52.4 (19) 70.0 (8.6) 71.9 (9.4) 
5. SE 55.9 (18.1) 79.2 (7.5) 88.4 (1 .8) 
6. UK 51.1 (19.5) 72.6 (12.4) 82.4 (7.3) 
Note: Percentages are not directly comparable due to different measurements and years. Percentages may actually be 
lower because "Less than Secondary" category includes only high graduates and not those who did not complete high 
school. The "Post Secondary Non-Tertiary" category refers to only associate degrees and not those with some college. 
OECD, Family Database, 2008. www.oecd.org/els/socialpoliciesanddata/oecdfamilydatabase.htm. (Accessed June 6, 
2012); U.S. Bureau of Labor Statistics, Labor Force Characteristics, 2011 . www.bls.gov/cps/lfcharacteristics.htm#emp. 
(Accessed June 6, 2012). 
Table 5 
Employment Rate of Women (%) by Level of Education and Number of Children 
(Ages 25-49) 
LOW MEDIUM HIGH 
STATE 
NUMBER OF CHILDREN NUMBER OF CHILDREN NUMBER OF CHILDREN 
0 2 3+ 0 2 3+ 0 2 3+ 
1. FR 66.5 65.0 57.7 40.9 83.9 80.5 74.1 58.8 85.2 83.8 84.2 74.4 
2. UK 70.5 63.8 57.6 30.8 86.4 76.3 71 .7 49.9 93.0 86.8 82.1 72.2 
3. DE 66.5 55.3 49.2 31.0 82.4 75 .0 68.4 54.9 90.9 85.3 81.8 69.1 
Note: Data for US, NO, and SE is unavailable. Eurostat, Labor Force Survey, 2006. 
httpJ/epp.eurostat.ec.europa.eu/portal/page/portal!labour _markeVintrod-uction. (Accessed June 6, 2012). 
Policies 
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A number of policies can potentially affect the market participation rates of 
women, more specifically mothers. These policies include national childcare 
pol icies, parental leave, and workplace flexibility. The effectiveness of these 
policies depends on a number of variables that include access, policy provisions, 
and cultural views. Access refers to the availability of these policies throughout 
various regions or the beneficiaries that include targeted groups or employers. 
For example, childcare policies often target families with children over three 
and/or low-income families. Thus, the employment rates of women with children 
under three may be less likely to be employed due to limited access to low cost 
care. Table 2 illustrates that this is likely in all states, especially so for all states 
except the Nordic states where the gap in employment between women with 
children under three and those with children over the age of three is as high as 
20 percentage points. Cultural views refer to both workplace culture and societal 
views of motherhood. The latter coupled with a number of factors influences 
women's decisions in paid work. For example, among low-income families, 
women are more likely to stay at home because of the high cost of childcare, low 
opportunities costs in employment coupled with traditional views about gender 
roles in parenting (Stanley-Stevens and Kaiser 201 0; Hotchkiss, Pitts, and 
Walker 2011 ). Workplace culture influences the support and implementation of 
state policies, and thus, can undermine or contribute to their effectiveness. For 
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example, though parental leave is available for fathers, many companies may 
discourage men from taking it or think of them as less committed to their work, 
thereby creating consequences for future promotions (Bygren and Duvander 
2006). Finally, policy provisions influence the implementation and utility of the 
policies and the desired outcome. For example, unpaid parental leave lacks an 
incentive for fathers to take the leave because the financial costs are too high for 
families (Bygren and Duvander 2006) . 
Childcare Policies. Access to affordable and quality childcare is especially 
important for working families, and mothers in particular. Childcare issues are 
certainly a constraint for working mothers. However, each of the government 
policies fails to meet the needs of all women for three reasons. First, with the 
exception of the Nordic states and France, the childcare policies were not 
designed specifically to support maternal employment, but rather as a means of 
support for early education (Morgan 2006) . However, though France 
implemented policies to support women's employment, the primary beneficiaries 
are women with children over the age of three and like all other states, do not 
meet the needs of all women. In Norway, the childcare policies target families 
with children over the age of one, and Swedish policy includes all ages. 
Second, despite government subsidizes the cost of care is high in some of these 
states, especially the United States and the United Kingdom and, consequently, 
makes it difficult for some to afford care. Last, the hours of operation are in many 
cases limited, thus excluding parents who work irregular shift hours. This is 
especially a problem for states in which atypical working hours is becoming more 
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common. For example, the Daycare Trust Parents' Survey in the United Kingdom 
reported 66% of families surveyed have at least one or both parents working 
atypical hours. This trend is occurring in all countries in this study, but less so in 
France and Sweden (Margherita, O'Dorchai, and Bosch 2009). 
The policy provisions necessary to adequately meet the needs of all 
women are universal coverage, widespread access, comprehensive hours of 
operation, low costs, and high quality of care. (Margherita, O'Dorchai and Bosch 
2009). Coverage rates and access vary, but for all states coverage for three to 
five year olds is higher than for children under three. Each of the countries 
provide government subsidized or free childcare for various age groups and/or 
low-income families (see Table 6). The hours of operation, costs and quality of 
care also varies in each state and even within each state. The various policy 
provisions influences the level of enrollment in formal childcare, use of informal 
childcare and, consequently, the employment rates of mothers. 
Coverage and access. The United Kingdom provides childcare to low-
income families with children under five, but access is not widespread. The 
country does, however, provide free universal early education for children 
between the ages of three to five years of age at a range of settings including 
nursery schools and classes, children's centers, day nurseries, play groups and 
pre-schools and childminders. The government pays these providers directly 
(Gov. UK). 
Table 6 
Early Childhood Education and Childcare Policies 
STATE 
1. us 
2. FR 
3. SE 
AGE ELIGIBILITY 
GROUP 
SERVED 
5 year olds Universal 
Kindergarten 
0-5 Market Depends on 
supply 
0-5 Limited Targeted for 
publ ic low income 
programs families and 
special 
needs 
children 
3 months to Working 
3 year olds parents or 
Creche with special 
needs 
2-6 year olds Universal 
Ecole 
Maternelle 
0-6 year olds Universal for 
working 
parents or 
student 
parents 
FEES FUNDING 
STRATEGIES 
Free Government 
Vary Employer 
greatly and/or parent 
fees 
Some Government 
are free 
Income- Mix of 
related government 
fees with and parent 
max. fees 
cost of 
25% 
Free Government 
Income Government 
related and parent 
fees with fees 
max. fee 
set at 
1%-3% 
of 
income 
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COVERAGE 
0/o 
98% 
0-3 year 
olds 
38.4% 
3-5 year 
olds 
78% 
35% 
99% 
75% 
(2-5 year 
olds: 90%) 
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Table 6 (continued). 
STATE AGE ELIGIBILITY FEES FUNDING COVERAGE 
GROUP STRATEGIES 0/o 
SERVED 
4. DE 0-3 year Working Income Government 8.5% 
olds parents, low related and parent 
Childcare income fees with fees 
families and max. fee 
special needs of 14% 
children of cost 
3-6 year Universal Income Government 90% 
olds related and parent 
Preschool parent fees 
fees with 
max. fee 
of 14% 
of cost 
5. UK 0-4 year Low income Free or Government 
olds families income and parent 
Welfare related fees 
Childcare fees 
2 V2 - 4 year Universal Free Government 96% (4 year 
olds olds 98%) 
Preschool 
6. NO 1-5 year Universal Income Government 60% (4-5 
olds related and parent year olds 
Barnehager fees fees (30%) 75%) 
Note: The Clearinghouse on International Development in Child, Family, and Youth Policies at Columbia University. 
www.childpolicyintl.org/ (Accessed September 6, 2012) 
The United States also offers childcare services for low-income families 
with children under five that are generally free, but these programs, such as 
Head Start, are not widespread and vary across states. All other childcare or 
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early education is regulated to the market. Parents do receive some relief from 
costs in the form of tax credits. Childcare availability in the market varies across 
state lines and in various regions of the states. There is especially low coverage 
for children under three (The Clearinghouse on International Developments in 
Child, Family, and Youth Policies 2007). 
Germany offers subsidized childcare for families with children under six. 
The parent fees are income related with a maximum of 14% of costs. 
Government support for children under the age of three is exclusively reserved 
for low-income families and is not widespread. Families with children between 
the ages of three and six are guaranteed universal coverage in preschools. Like 
preschools in the UK, they are not part of the school system but are not private 
market options subsidized by the government either. The preschools are 
provided regionally through local government or non-profit institutions. Coverage 
is widespread, but low in disadvantaged areas (The Clearinghouse on 
International Developments in Child, Family, and Youth Policies 2007) 
France provides universal free early education care for families with 
children between the ages of two and six. Like Germany, these facilities are 
locally funded and managed with additional financial support from national 
government (Morgan 2006). Nearly all children in this age group have access to 
early education. Families with children under three have access to subsidized 
services with a maximum of 25% of costs to be paid for by parents. These 
services include formal daycare but also include at home day care services 
(Morgan 2006). The availability of formal childcare services is not widespread 
throughout France. 
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Sweden provides subsidized universal coverage for families with children 
under six. Parent fees are low and set at a maximum of 3% of income, 
depending on the income. Services for children under three include both formal 
care centers and at home child care services. Centers for children over three are 
regulated under the Education Ministry, and are, thus, part of the public 
education system. Nearly all children over the age of three have access to early 
education, but coverage is more limited for children under three (The 
Clearinghouse on International Developments in Child, Family, and Youth 
Policies 2007). 
Norway offers universal subsidized early education and care for all 
children under five. Parent fees are a maximum of 30% of the costs. Roughly 
half of the centers are public, owned and operated by national and local 
government, and the other half are private, both for-profit businesses and non-
profit organizations. Access is widespread, but limited in some areas and largely 
for children under three (The Clearinghouse on International Developments in 
Child, Family, and Youth Policies 2007) . 
Hours of operation and costs. Access alone does not necessarily promote 
maternal employment. The hours of operation and costs can restrict women's 
participation in the market. In all countries, few providers are open for irregular 
or shift hours, weekends, after school hours, and/or holidays. Swedish and 
Norwegian childcare centers are the most conducive for maternal employment. 
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Most of these centers are open 10-12 hours everyday (Lofstrom 2005; 
Ellingsaeter 2005). The childcare facilities in France, the United Kingdom, and 
the United States are also open for about 1 0 hours a day, but not everyday. 
French providers are open 220 days a year, and in the United States and the 
United Kingdom, facilities are generally closed on weekends (Silvera 2008b; 
Gordon and Chase-Lansdale 2001 ). However, in the United States there are a 
few centers open all day everyday because of a growing demand brought about 
by the irregular work hours of many parents, especially low to middle income 
earners. In the past, many facilities could not afford to stay open, but the few 
facilities that have extended hours to the weekend and/or around the clock have 
doubled or even quadrupled their attendance. It is too early to tell whether or not 
this trend will expand throughout the country (Tavernise 2012). Many German 
facilities operate only part-time, generally opening in the morning and closing 
between noon and two and are not year round. Only a few centers are open full-
time, on Saturdays, and/or school holidays (Fagan, Donnelly, and Rubery 2005). 
The cost of childcare varies among these countries because of the 
different policy measures of each of the states. However, different policies can 
have similar effects on the out of pocket expenses of childcare. Generally costs 
are offset in each of these countries through government subsidies, tax credits or 
deductions, and/or cash benefits and allowances (lmmervoll and Barber 2006). 
The fees charged by childcare centers vary according to the different government 
subsidies provided by the state (see Table 6). The net costs are further reduced 
when tax concessions and cash benefits are included in the calculation. A recent 
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study calculated the average net costs of childcare (after government benefits) in 
two parent homes with two children and lone parent households with two children 
in several countries. The results indicate that the net costs are higher in the 
United States for both two parent families and lone parents. The net costs are 
also high for two parent households in the United Kingdom but low for lone 
parents. German and Swedish families have the lowest out of pocket expense 
(see Figures 6 and 7). 
• 2 Parents (2 00% of APW) 
Germany Sweden Norway France United United 
States Kingdom 
• 2 Parents (167% of APW) 
2 Parents (134% of APW) 
Figure 6. Childcare Net Costs as % of Family Income (APW) Source: lmmervoll 
and Barber (2006). APW refers to average income of production workers. 
Tax deductions do little to offset the costs of childcare for low-income 
families that pay little to no taxes. Tax credits, however, can support low-income 
families. Both are not available at the time parents actually incur childcare 
expenses and, consequently, offer little support for parents who cannot afford 
non-parental childcare in the current period. In addition , because of the delay, 
parents may not include these benefits when considering work and care options 
(lmmervoll and Barber 2006). Tax concessions are the primary support provided 
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by the government in the United States for many families except low-income 
families that qualify for Head Start programs. All other countries offer a 
combination of government subsidies and cash benefits (see Tables 6 and 7). 
Lone Parent (100% of APW) 
Germany Sweden Norway France United United 
States Kingdom 
• Lone Parent (67% of APW) 
Figure 7. Childcare Net Costs as % of Lone Parent Income (APW) 
Source: lmmervoll and Barber (2006) . APW refers to average income of 
production workers. 
Taxation policies and social benefits coupled with high costs of childcare 
and/or limited access can create incentives for mothers to stay home. 
Employment becomes less financially attractive, especially for low-income 
families, in lieu of the additional tax burdens associated with second income and 
income related support benefits. Married mothers are particularly affected by tax 
burdens, while lone mothers are impacted by the combination of increased taxes 
and decrease in benefits due to increased wages (lmmervoll and Barber 2006). 
France, Germany, and the United States have joint tax systems that place 
an above average tax burden on second earners. The effect of the joint tax 
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system coupled with low childcare coverage (Germany) or high costs (United 
States) creates a financial incentive for mothers to stay home, especially when 
children are young (lmmervoll and Barber 2006). Steiner and Wrohlich (2004) 
concluded from their study that changing the tax system in Germany would result 
in a significant net increase of employment of married women . In France, 
however, the impact of the tax burden is less because of the lower costs of 
childcare and greater access (lmmervoll and Barber 2006) . 
Table 7 
Benefits and Tax Concessions for Families 
STATE Benefits & Benefit Levels Tax 
Eligibility Deductions/Relief 
1. us No child or family No benefits Earned Income 
allowance is provided Credit for low-income 
provided families and $1 000 
child tax credit 
2. FA Universal family Multiple income Childcare Tax Credit 
allowance for tested categorical 
each child benefits formulated 
beginning with based on number 
second child up to and age of children 
age 20 
3. SE Universal family Approximately No Tax 
allowance for $176 per child Deductions/Relief 
children under 16 each month 
4. DE Universal family Income tested and Tax Deductions for 
allowance for vary by number of employing home care 
children under 18, children for children under 14 
21 if unemployed, fo r lone parents and 
or 25 if continuing dual wage earners, 
education or and ages 3-6 fo r all 
train ing other Qarents 
Table 7 (continued). 
STATE 
5. NO 
Benefits & 
Eligibility 
Universal family 
allowance for 
children under 18 
Benefit Levels 
Approximately 
$170 per child 
each month 
Tax 
Deductions/Relief 
No Tax 
Deductions/Relief 
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6. UK Universal family 
allowance for 
children under 16 
and 19 if in school 
or training 
Income tested Child Tax Credit and 
Working Tax Credit 
Note: The Clearinghouse on International Developments in Child, Family and Youth Policies at Columbia University. 
www.childpolicyintl.org/ (Accessed September 6, 2012). 
Financial incentives for work can be low for many low-income lone 
mothers because of the loss of generous benefits. This is certainly true in 
France, and Germany and, to a lesser degree in Norway, Sweden, and the 
United Kingdom. The United States provides minimal poverty protection by 
comparison , and the financial gain is higher in this country. However, the United 
States has the highest poverty levels among lone mothers due to lower support 
benefits. The United Kingdom and Sweden combine poverty protection with 
below average withdrawal rates and, thus, create stronger incentives for 
employment among lone mothers than other countries, including France and 
Germany (lmmervoll and Barber 2006). 
Low financial incentives coupled with the high costs or low coverage of 
childcare create additional barriers for the employment of lone mothers. 
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Financial gain from employment is in some cases less than the combination of 
childcare expenses, loss of benefits, and increased taxes. This is especially true 
of lone mothers in the United Kingdom and the United States, but is less likely to 
be the case in Norway and Sweden because of the low costs of childcare and 
high work incentives (lmmervoll and Barber 2006). 
Quality of care. In addition to costs, concerns about the quality of care 
impacts the use of formal childcare. The strongest indicator of quality care is a 
well-trained staff (Margherita, O'Dorchai, and Bosch, 2009). Countries that 
provide early education care have the high·est quality of care. Each of these 
countries requires childcare workers and pre-school teachers to be certified. 
Certification of childcare workers includes a minimum of two years of college or 
vocational training, and pre-school teachers are required to have a three to four 
year university or vocational degree (Margherita, O'Dorchai and Bosch 2009) . 
The United States is the only country that does not require childcare workers to 
be certified largely because the costs associated with paying well-trained care 
workers are too high for market-based services. Though there is no national 
policy to improve quality of childcare, several states have programs that 
subsidize salaries to improve quality and retention among staff. These programs, 
along with many others, have contributed to the increasingly professionalized 
staff, though not yet widespread. Thus, concerns about quality of care impacts 
American families more than any of the other countries in this study (Center for 
Childcare Workforce). 
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Availability of childcare, costs, and quality influence the enrollment rates of 
formal childcare. Countries with the lowest costs, the highest quality, and 
widespread availability have highest enrollment rates in formal childcare and the 
lowest employment gaps (Norway, Sweden, and France) and, alternatively, those 
with the highest costs, lowest quality, and/or limited availability (United States 
and Germany) have the lowest enrollment rates in formal care and highest 
employment gaps (see Tables 8 and 9). In addition, with the exception of the 
Nordic States, low cost childcare coverage is primarily limited to families with 
children under three. In these countries, the employment rates of women with 
children under the age of three are significantly less likely to be employed (see 
Table 2) . The difference in enrollment rates in the United Kingdom and the 
countries with the highest enrollment rates, particularly France, is relatively small, 
despite the higher costs of care. The difference in enrollment between the 
United States and the United Kingdom may be an issue of quality for Americans 
given that the costs of care in each country are relatively similar. 
Table 8 
Enrollment in Formal Childcare (%) 2008 
STATE Under 3 years 3 Years 4 Years 5 Years 
1. us 31.4 36.3 57.5 73.3 
2. FR 42.0 99.0 100.0 100.0 
3. SE 46.7 88.6 91.8 93.0 
4. DE 17.8 86.9 95.4 95.8 
Table 8 (continued). 
STATE Under 3 years 3 Years 4 Years 
5. UK 40.8 82.4 97.3 
6. NO 51.3 92.3 95.3 
Note: Figures for US 2005. OECD, Families and Children Database, 2008. 
http://www.oecd.org/els/familiesandchildren/37864698.pdf. (Accessed June 6, 2012). 
Table 9 
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5 Years 
98.8 
95.9 
Full Time Enrollment Rates for Children under 3 years old(%) and Avg. Hours in 
Attendance 
STATE CHILDREN IN FORMAL FULL TIME 
CARE OR PRESCHOOL ENROLLMENT 
1. us 31 38 
2. FR 42 43 
3. SE 47 51 
4. DE 18 14 
5. UK 41 22 
6. NO 51 55 
Note: Figures for US 2005. OECD, Families and Children Database, 2008. 
AVG. HOURS OF 
ATTENDANCE PER 
WEEK 
35 
31 
33 
23 
16 
32 
http://www.oecd.org/els/familiesandchildren/37864698.pdf. (Accessed June 6, 2012). 
Qualitative research on the impact of childcare policies and maternal 
employment has shown mixed results. Baker, Gruber, and Milligan (2008) find 
that the introduction of childcare subsidies in Quebec increased women's labor 
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market participation by 7.7 percentage points. However, there were other new 
family and child benefits offered at the time of childcare reform that may have 
impacted their results. Nollenberger and Rodriguez-Pianas (2011) measured the 
growth of maternal employment in Spain after childcare reforms in the 1990s. 
The authors found significant growth in maternal employment at a time when 
unemployment rates were as high as 20%, the employment of women was 
particularly low, and traditional values about parenting were widespread. 
Fitzpatrick (2008) studied the effects of universal pre-kindergarten in three states, 
Georgia, Oklahoma, and Florida, on maternal employment. The results suggest 
that these programs had very little impact on maternal employment, but the 
author did find a significant increase in the employment of women living in rural 
areas where access and affordability of childcare are lower. In addition, the 
program is specifically designed for four year olds and, thus, the employment of 
women with children under the age of four would naturally not be impacted by the 
policy. Havnes and Mogstad (2009) studied the effects of childcare reform 
policies during the 1970s in Norway. The authors found no significant increase in 
maternal employment rates. There was an increase in enrollment rates largely 
from employed women using informal arrangements. The study, however, only 
included married women and did not account for co-habiting or lone mothers. In 
addition, the reforms came at a time where the employment of married mothers 
was less common and less widely accepted, especially those with small children. 
Since then, employment rates of women have greatly increased and even the 
enrollment rates of children under the age of three have more than doubled since 
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1995 from 22% to 51 .3% (OECD, The Enrollment Rates of Children in Formal 
Childcare 2008). Lundin, Mork, and Ockert (2008) also found no significant 
increase in maternal employment in Sweden after the introduction of a maximum 
price for childcare. However, this policy measure was introduced at a time when 
maternal employment was already high. 
The research suggest that in states with already high employment rates of 
women (Nordic states), expansions to childcare policies will likely have little 
impact on the employment rates of women, but in countries where employment 
rates are low and access to affordable childcare is hard to find (United States, 
Germany, and United Kingdom) more comprehensive childcare policies may 
increase the employment rates of women. The degree, however, will likely be 
greater for low-income women. 
The British and German governments have committed to expanding 
access to affordable high quality care. In 2005, the German government made 
expanding subsidized child care a top political priority. However, plans fall just 
shy of demand, especially among children aged 0-3 years old (Wrohlich 2005). 
In the United Kingdom, high unemployment rates of women have sparked 
childcare policy debate. The government is looking to the Nordic states as 
guidepost for reforms in childcare policies (Boffey and Rock 2012) . In the United 
States, no such plans to adopt similar policies have been made. This is largely 
due to the historical legacy of anti-statism. The U.S. political climate has never 
really been formidable to federal involvement in family and moral matters or 
redistributive policies. Morgan (2006) suggests that the best approach for the 
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United States may involve increasing tax credits and child care subsidies for lone 
parents and supporting early education programs as found in other countries. 
Historically, Americans have had strong support for public education. 
Capitalizing on this legacy and the widely documented evidence of the positive 
impact of such programs could prove to be an effective strategy. 
Paternal Leave 
Paternity leave policies are important for removing social and structural 
constraints for sex equality in the workplace for several reasons. First, studies 
show that paternity leave policies support maternal employment, women are 
more likely to remain working, especially for the same company when they have 
access to maternity leave (Hofferth 1996; Joesch 1994). Policy provisions, 
however, can also undermine maternal employment. Extended maternity leave 
has been shown to be harmful to women's employment in the long term. Women 
are less likely to return to work, especially full-time, when maternity leave 
extended beyond nine months (Mandel and Semyonov 2006; Fagan and Norman 
2012.). This is especially true in Germany before 2006. Parental leave was 36 
months until it was shortened to 12 months. Consequently, in 2011 , the number 
of employed women with small children rose from 32% in 2001 to 42% (Eddy 
2012) . Second, job protected leave is a preventive measure against pregnancy 
discrimination. In addition , job protection not only ensures that parent will keep 
their jobs, but also that they are protected against any penalties in the form of 
promotion or pay, though this is not necessarily always the case. Workplace 
cultures can play an important role in the use of paternity leave, especially for 
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fathers (Bygren and Duvander 2006) . In 2004, 33.9% of fathers reported not 
taking leave because of limited information about parental leave was provided by 
workplace and 31 % believed their career would be negatively affected if they 
took leave (Margherita, O'Dorchai and Bosch 2009). Among those that took 
parental leave, the most common reasons given for taking leave (excluding pay) 
were increased respect at work, information and managerial support about 
paternity leaves. Last, paternity leave for fathers is especially important for 
encouraging change in the traditional divisions of labor in the home. Fathers that 
develop a bond with children early become more involved in caring, thereby 
facilitating a more egalitarian care and work dynamic between parents (Brandth 
and Kvande 1998; Pleck 1993; Kaufman and Uhlenberg 2000). 
The paternity leave provisions that are more likely to support maternal 
employment and promote gender equity in work and care include job protections, 
financial support, non-transferrable leave for both parents, and right to request 
flexibility in the workplace (Ray, Gornick, and Schmitt 2009). Fathers are more 
likely to take parental leave if they are compensated during the leave. Singley 
and Hynes (2005) found that paternity policies interact with families' financial 
situations, relative structural positions of spouses and expressed ideology to 
affect parents' decisions about care and work. The study found that fathers with 
egalitarian views cited ideology as a reason for taking leave, but those less 
committed to egalitarian views cited financial constraints for not taking advantage 
of leave. In other words, among the latter families policy provisions played a 
primary role in the fathers' decisions not to take leave. 
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Non-transferrable leaves are important for improving a father's role in the 
family. Without such a provision, mothers generally take all or a majority of the 
leave (Ray, Gornick, and Schmitt (2009). In many cases, women take the largest 
portion of paternity leave largely because of traditional gender roles and market 
pressures. Because women generally earn less than men, family decisions 
about care typically fall to the mother. In some countries, however, a portion of 
the leave is specifically reserved for fathers. Though provisions like these are 
important for promoting gender equity in work and care, the length of 
nontransferable leave for fathers is still quite small and thus, generally leads to 
women taking most of the leave (Ray, Gornick, and Schmitt, 2009; Margherita, 
O'Dorchai, and Bosch, 2009). 
The right to request flexibility promotes better work life balance for women 
and men. Including this provision in parental leave policies also ensures job and 
pay protections because the original job contract remains in tact. Parents are 
able to keep same pay rate and more easily able to return to full-time work. In 
addition, this provision promotes maternal employment by allowing women to 
adjust their working schedule to meet their new family demands. Without such a 
provision, women are more likely to stay home or find a new job with less 
demanding schedule (Ray, Gornick and Schmitt 2009). One study found that 
67.8% of women surveyed changed their working hours to fit caring 
responsibilities, 54% changed jobs, and 47% changed both (Carmichael et al. 
(2008) . Though the right to request flexibility supports female employment, it can 
also negatively impact women's career prospects and reinforce what is 
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commonly called the glass ceiling effect. Women are not promoted as often as 
men, and one of the reasons for this is their perceived lack of commitment and 
work experience due to reduced working schedules (Albrecht, Bjorklund and 
Vroman 2003) . 
Policy provisions. All countries in this study provide job protections for at 
least one parent for a period of weeks, months or years around the birth of a 
child. Paid leave is available in all countries except the United States for a given 
period of time. The length of time granted for job protection and full-time paid 
leave varies among each country. With the exception of the United States, 
parental leave policies in all countries studied here are joint leave schemes in 
which parents can take leave at the same time for a limited amount of time and 
the remainder is taken by one parent at a time. 
Figure 8 shows the amount of job protected paid and unpaid leave 
available to two parent families. The totals reflect the combined legal 
entitlements for both mothers and fathers, under the assumption that both 
parents take all available leave. Protected job leave varies across the countries 
from only 24 weeks in the United States to 318 weeks (about six years) in France. 
Germany, France, and Sweden also provide an allowance during a portion of the 
unpaid leave. German and French parents receive 11 % and 25.8%, respectively, 
of earned income until the child reaches three years old. Swedish parents 
receive 80% of earned income for 390 days and a flat rate for 90 days 
(Margherita, O'Dorchai, and Bosch 2009). 
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• Unpaid Leave 
• FTE Paid Leave 
Fra nce Germany Sweden Norway United United 
Kingdom States 
Figure B. Paid and Unpaid Parental Leave by Number of Weeks 
Source: Ray, Rebecca, Janet Gornick, and John Schmitt. Parental Leave 
Policies in 21 Countries. Center for Economic Policy and Research. September 
2009. www.cepr.net/documents/publications/parental_2008_09.pdf (accessed 
September 25, 2012). 
The paternity leave entitlements vary for mothers and fathers in many 
countries. A large portion of the paternity leaves are divided between parents on 
a use it or loose it basis, except in the United States. Figures 9 and 10 show the 
total amount of paid and unpaid leave for mothers and fathers. Because much of 
the leave is unpaid, parents, especially fathers seldom use all of their entitled 
leave. Sweden and Norway provide the most full-time paid leave for fathers, 
seven and six weeks, respectively. German fathers are entitled to four weeks, 
and in France and the United Kingdom, fathers have two weeks of paid leave. 
Table 9 reports the minimum and maximum of full-time paid leave for mothers 
and fathers in a couple. 
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Figure 9. Total and FTE Paid Leave for Fathers. Source: Ray, Rebecca, Janet 
Gornick, and John Schmitt. Parental Leave Policies in 21 Countries. Center for 
Economic Policy and Research. September 2009. 
www.cepr.net/documents/publications/parental_2008_09.pdf (accessed 
September 25, 2012). 
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Figure 10. Total and FTE Paid Leave for Mothers. Source: Ray, Rebecca, Janet 
Gornick, and John Schmitt. Parental Leave Policies in 21 Countries. Center for 
Economic Policy and Research. September 2009. 
www .cepr. net/documents/publications/parental_2008_09. pdf (accessed 
September 25, 2012). 
Table 10 
Minimum and Maximum Parental Leave Entitlements, in Weeks of FTE Paid 
Leave 
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Couples' FTE Mothers' FTE Paid Leave Fathers' FTE Paid Leave 
STATE Paid Leave Minimum Maximum Minimum Maximum 
FR 21.8 16.0 19.8 2.0 5.8 
DE 46.7 14.0 42.0 4.7 28.0 
NO 44.0 9.0 38.0 6.0 35.0 
SE 46.9 6.9 40.0 6.9 40.0 
UK 13 12.6 12.6 .4 .4 
us 0 0 0 0 0 
Note: Ray, Rebecca, Janet Gornick, and John Schmitt. Parental Leave Policies in 21 Countries. Center for Economic 
Policy and Research. September 2009. www.cepr.net/documents/publications/parental_2008_09.pdf (accessed 
September 25, 2012). 
Swedish and Norwegian fathers are entitled to the largest share of FTE 
paid leave, but because of market pressures and gender roles, it is unlikely that 
fathers will take more than the minimum. Still , fathers in Germany, Sweden, and 
Norway are all more likely to spend four to six weeks caring for their newborn, 
while fathers in the United Kingdom, France, and the United States generally 
spend less than two weeks. 
Paternity leave policy in the United States is unique from other countries 
because the policy combines paternity leave and sick leave under one law, the 
Family and Medical Leave Act. The act entitles employees with 12 weeks of 
unpaid leave annually to care for a newborn or adopted child, ill family member, 
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or their own serious health conditions. Employees are entitled to the same job 
upon return or a job with equivalent pay, benefits, and other terms and conditions 
of work (Suk 2009). Coverage excludes many employees, including new 
employees, part-time workers, and those working at companies with 50 or fewer 
employees. Because of these restrictions, the Family Medical Leave Act does 
not cover 40% of employees (Ray, Gornick, and Schmitt 2009). Those covered 
are often forced to use vacation, sick, and unpaid leave to stretch the leave from 
three to six months. Fathers also often use their two-week vacation or sick leave 
to care for their newborns (Singley and Hynes 2005) . Though not required by 
law, many employers offer full or partial pay during maternity leave. Paid leave is 
subject to employer discretion and, thus, is often restricted in economic 
downturns. The percentage of employers offering full paid leave significantly 
dropped from 27% in 1998 to 16% in 2008, and the portion of employers offering 
part pay increased from 60% to 67% in same time period (Galinsky et al. 2008) . 
In addition, higher income families are more likely than lower income families to 
have access to paternity leave. Only 39% of families earning less than 20,000 
are covered, compared to 74% of families earning 100,000 or more (Ray, 
Gornick, and Schmitt 2009). 
As discussed previously, the consequence of no parental leave, short, 
unpaid leave, or long extended leaves is women leaving their jobs to have 
children. Between 2005 and 2007 in the United States, 29.8% of women who 
worked during pregnancy did not return to the workforce within a year of their first 
childbirth, and 18.6% of those that returned to work in the first year did so at a 
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different employer (Catalyst 2012). Though not necessarily directly comparable, 
these figures are higher in the US than any other state in this study. According to 
the Establishment SuNey on Working Time and Working Life Balance in 2004-
2005, only 1% of women do not return to work in Sweden. In Germany, France 
and the United Kingdom, 18%, 8%, 1 0%, respectively, do not return to work. 
Information on Norway was not included in the suNey. The same suNey 
reported that women return to work at the same extent more often in France and 
United Kingdom than in Germany and Sweden. With the exception of the United 
Kingdom and the United States, women and men in all of these countries and 
Norway have the right to request reduced working schedules under the parental 
leave. This coupled with the high levels of part-time work may be why women in 
the United Kingdom are more likely to return to the same schedule than all 
countries except France (Anxo et al. 2007). The actual reduction in the number 
of hours is not recorded in this study. Though it does not exactly capture women 
who have recently given birth, statistics on the number of working hours of part-
time work is higher in the Sweden than any other countries in this study 
(comparative data is not available for the US and Norway). Women in Sweden 
work five to ten more hours than women in all other countries. German and 
British women generally work the shortest number of hours in part-time 
employment, roughly 20 hours (Margherita, O'Dorchai, and Bosch 2009). 
Parental leave policy is not the only variable influencing women's re-entry 
to work. Hotchkiss, Pitts, and Walker (2011) found that women's pre-birth job 
experience was a strong indicator of re-entry patterns. The more attached a 
woman is to her job, the more likely she will return . Attachment was measured 
as higher earnings, longer hours, growth potential, and job satisfaction. The 
authors also reported that being married and having a husband with a higher 
level of education leads to a greater likelihood of exiting the labor market. 
Kenjoh (2005) also found a higher return rate among more educated women. 
The author concluded that the opportunity costs are much for high paid 
professional women than women working low wage dead end jobs. Thus, 
paternity policies alone cannot fully address the needs of all women faced with 
the decision to work or stay home. 
Returning to work especially for first time mothers can be a struggle. 
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Women are faced with the difficult task of balancing the responsibilities of work 
and home life. Many women experience a guilty conscience because of their 
dual role as mothers and workers, which often leads to lack of confidence at both 
work and motherhood. Without support, women may feel pressure to quit work 
altogether (Aistveit, Severinsson, and Karlsen 2011 ). Motherhood guilt is 
common to women living in all countries in this study (Fortin 2005). Ericksen et 
al. (2008) recommends employment counseling for women after the birth of child 
to help women transition back to the workforce. The idea is that group 
employment counseling would help women find the support they need to work 
through the challenges they face in their dual roles. 
Workplace flexibility 
Workplace flexibility options can support women's employment, but both 
men and women must use the flexibility options equally without long-term pay 
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without long-term pay and career consequences to establish equal status of men 
and women in both the home and the workplace. If men do not have access to 
and support for flexibility in the workplace to contribute more equally in the home, 
then women will continue to orient their working lives around family. Currently, 
flexibility polices and practices in every state fail to accomplish this. 
Defining Flexibility. In the past, flexibility has been defined as allowing 
employees to change their arrival and departure times. A much broader and 
more relevant definition includes flex time and place, choices in managing time, 
reduced time, time off, and a culture of flexibility. The last criteria is absolutely 
necessary to ensure employees not only are aware of what is available to them, 
but also so that they feel supported in their decisions to better balance work and 
family responsibilities (Galinsky et al. 2008). Without support from management, 
many employees, especially men, will not take advantage of flexibility policies for 
fear of negative consequences in their careers. In addition, having a culture of 
flexibility ensures that even when management staff changes, employees will be 
able to continue to enjoy the same provisions of the workplace policies 
(Hegewish 2009). For example, one study of professional women in the Unites 
States found that one of the most common reasons these women quit their jobs 
was due to a change in management in which the new boss would not uphold 
previous arrangements for reduced hours (Stone 2007). 
Policies and practices. Flextime and place refers to the ability for 
employees to decide when and where they do their job. This includes flexible 
arrival and departure times, telecommuting, and compressed workweeks. The 
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data regarding the prevalence of flextime available to employees is not strictly 
comparable between United States and other European countries. According to 
the U.S. Bureau of Labor Statistics, as of 2004 27.5% of employed persons 16 
and over are able to make changes in their beginning and ending times. The 
OECD collected data regarding the portion of employees having working times 
set according to four different criteria for several European countries including 
the five states included in this study (see Figure 11 ). 
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Figure 11. Portion of Employees Having Working Times Set By Employee or 
Employee. Source: OECD, Families and Children Database, 2010. 
http://www.oecd.org/els/familiesandchildren/43199600.pdf. (Accessed June 6, 
2012). 
Employees in the Nordic states are able to adapt their working schedules 
more so than any other state in this study. According to a study conducted by 
Eurostat in 2009, many parents in Europe are able to adjust starting and ending 
work hours for family reasons. The study found that 65% or more employees 
between the ages of 25-49 in Europe are able to adjust the start or end of the 
working day by at least one hour for family reasons. There is no comparable 
data for the United States. However, Galinsky and colleagues (2008) reported 
that 79% of companies permit some of their employees to periodically change 
their starting and ending times within a range of hours, but only 37% offer this 
provision to most or all employees within the company. 
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Teleworking is often referred to as remote working. The exact definition 
and criteria varies between occupations, but does depend partly on the ability to 
take work home. The benefits of such policies are reduced costs and 
absenteeism for employers and better work life balance for employees. 
Teleworking is not widespread throughout any of the countries in this study, and 
comparisons are difficult due to the varying criteria. However, according to 
American Community Survey in 2009, only 2.3% of employees are teleworkers, 
working primarily from home (U.S. Bureau of Labor Statistics 201 0). Similar 
percentages were reported in Europe. Table 11 shows the percentage of the 
population working from home by gender and frequency for the European states 
in this study. France has the highest population of teleworkers with 8.6% of men 
and 11 .6% of women between the ages of 25-49 primarily working from home. 
The remaining states' figures fall between 1.6% and 5.5% of the population 
working primarily from home. The percentage of those working from home some 
of the time is much higher, especially in the United Kingdom where 26.8% of men 
and 22.5% of women occasionally work from home. 
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Table 11 
Percentage of Teleworkers in Europe, 2006 by Frequency and Gender 
MEN WOMEN 
STATE Usually Sometimes Usually Sometimes 
1. DE 3.7 10.7 4.5 7.3 
2. FR 8.6 9.7 11 .6 6.5 
3. SE 2.6 11 .2 2.6 6.8 
4. UK 1.6 26.8 4.1 22.5 
5. NO 5.5 7.8 4.1 6.1 
Note: Margherita, Antonia, Sile O'Dorchai, and Jelle Bosch. Reconciliation between work, private, and family life in the 
European Union. Population and Social Conditions, Statistical Books, Eurostat, 2009. 
Choices in managing time reflect the degree to which employees are able 
to have some choices about when and how they work. These choices range 
from scheduling hours and overtime to deciding when to take breaks. Figure 10 
shows the percentage of employees in the European states with varying levels of 
control over their work schedules. There is no data available regarding control 
over paid and unpaid overtime hours, but parents in states with extended 
parental leave (i.e. Nordic states, Germany, and France) are able to refuse 
overtime hours for childcare reasons (Hegewish 2009). Galinsky and colleagues 
(2008) report that 13% of American companies allow almost all of their 
employees control over paid and unpaid overtime hours, and 27% of companies 
allow some of their employees such control. 
Reduced time includes options to work part-time or part-year schedules. 
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With the exception of the United States, all countries in this study have 
implemented a statutory approach to achieving work/life balance. In the United 
Kingdom, employees have the right to request flexible working that includes a 
reduction in hours, choice over work schedule, and location of hours. The law, 
however, is not an actual right to alternative work arrangements, but rather an 
employer duty to consider employee requests without the possibility for the 
employee to appeal a refusal to an external court or institution. The right is 
limited to caretakers. Swedish and Norwegian employees have a similar law as 
in the United Kingdom, but are also able to appeal employer decisions. In 
France and Germany, this right is extended to all employees with the ability to 
appeal employers' refusal in court, but the law considers requests for a reduction 
of the number of hours worked and not any other form of flexible working 
arrangements. The exclusion of other flexibility working arrangements reduces 
the likelihood that employees will request flexibility working arrangements, 
especially men, because of the reduction in pay and possible long-term 
consequences in their careers. However, though the statutory right to request 
flexible working options in the Nordic states and the United Kingdom includes a 
range of options, few companies offer the full range of options available under 
the statute. For example, in the United Kingdom, 44% of employers provide two 
or more arrangements, and only 25% of Norwegian workers report having 
flextime arrangements (Kerhofs, Roman, and Ester 201 0). 
The statutory right to request part-time working schedule does not include 
the ability to move back to full-time work, but some companies in each of the 
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states allow employees to move full-time to part-time and back again . According 
to the Establishment Survey on Working Time 2004-2005, Sweden has the 
highest percentage of employers permitting reversibility, but it is still a low 17%. 
In the United Kingdom and France, the percentage is not much lower, 16%, but 
in Germany a mere 5% of companies allow reversibility. Information is not 
available for Norway and the United States. Despite not having a statutory right , 
some employees in the United States are able to request moves between full -
time and part-time working arrangements. Galisnky et al. (2008) reported that 
41% of all companies allow some of their employees to move from full-t ime to 
part-time and back again, but only 13% allow all or most of their employees to do 
this. The study reports the ability for American employees to move back and 
forth and, thus, does not fully account for all of the employers that permit 
employees to work part-time with a change in permanent contract. In every state, 
the ability to move from full-time to part-time and back to full-time is not 
widespread, but is more widely available in the Nordic states because of the 
parental leave provisions that extend for many years after childbirth (Hegewish 
2009). 
Parents are able to move from part-time to full-time work under the 
parental leave policies in the Nordic states, Germany and France. In these 
countries, parents on leave are able to work part-time while on parental leave 
until child reaches the age of three without a change in the permanent contract. 
After the child turns three, parents can either return to full-time work or request a 
part-time schedule. A request for part-time scheduling at this point, however, 
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reduces their chances of ever returning to full-time work within same job due to a 
permanent change in the employee contract. Parents in Sweden and Norway are 
also able to combine work and parental leave. In Norway, parents can work at a 
50%, 60%, 75%, 80%, or 90% schedule for up to three years after the birth of a 
child. In Sweden, parents have the right to reduce their working schedules to 
75% until the child is eight years old or has entered the second grade (Hegewish 
2009). Parental leave in the United Kingdom does not include a provision for 
reduced working hours, and thus, women in this state are the least likely to 
change from full-time work to part-time work without occupational demotion 
(Manning and Petrongolo 2008). Smeaton and Marsh (2006) found that only 
10% of mothers in the United Kingdom who reduced their hours from full-time to 
part-time after childbirth were still employed at the same company three years 
later. Enabling parents to work at a reduced schedule for many years after a child 
is born has contributed to an increase in female employment, especially in 
Sweden. Until recently, working part-time while on parental leave was not as 
attractive in Germany as in the Nordic states. The number of hours parents 
could work while on leave was limited to nine and, thus, was not much of an 
incentive for work. In 2001 , this provision was changed to 30 hours a week. 
Consequently, part-time managerial jobs rose from 3.7% in 2001 to 9.8% in 2003 
(Hegewish 2009) . 
In addition to the right to request flexible working, France has 
implemented a statutory 35-hour workweek. Recently, however, legislation has 
been weakened in light of the recession . The policy was crafted with the 
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intention of promoting greater gender equality in the workplace and the home. 
The reduced working hours were intended to create an opportunity for men to 
participate in care and other household activities. It is expected that this policy 
will influence a greater division of labor because of the increased time available 
and the relatively equal working status of men and women (Widenbank 2012) . 
Though many people have reported an overall improvement in their lives as a 
result of the law (Todd 2004), few changes have been made in the division of 
labor in the home. There are two possible reasons for this. First, as discussed 
previously, France has a strong traditional culture that policy has not been able to 
penetrate. Second, there is a lack of pressure from the state for men to change. 
Assistance with care and domestic responsibilities are both provided by the state, 
thereby reducing the men's obligations for such activities and preserving the 
traditional culture. Perhaps what is needed are targeted propaganda campaigns 
and paternity leave reserved specifically for fathers, as in the Nordic states. 
Exerting pressure in this way may encourage more men to become involved in 
unpaid labor, creating the social feedback loop needed to challenge the 
traditional culture (Widenbank 2012). 
Finally, time off refers to the ability of employees to take time away from 
work, whether scheduled absences for vacations, sabbaticals or time for training 
and education or for unplanned leaves for personal sick days or caring for a sick 
family member (Galinsky et al. 2008). Some employees in all countries in this 
study are entitled to job protected short-term and long-term leave options with or 
without pay. Whether by law or workplace policy, employees are able to take 
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leave for caregiving reasons, education or training, and other reasonable 
purposes. The availability of long-term leave options varies in each country (see 
Figure 12). More Swedish companies offer long-term leave options than any 
other country, but slightly more American companies offer long terms breaks for 
caregiving reasons. The data, however, is not strictly comparable due to the 
different sources of information. In no countries are long-term leave options 
widespread throughout the market, with the exception of Swedish companies that 
offer leaves for education and training purposes. 
With the exception of the United States·, each country entitles employees 
to statutory short-term leave. These provisions are restricted to caregiving 
responsibilities. Germany and Sweden have the most generous short-term leave 
provisions. In Germany, parents are entitled to request off for up to 25% of total 
worked hours per year, per child, per parent. Lone parents are entitled to up to 
50% of total worked hours. In Sweden, parents can request off 60 days per child, 
per year, per parent. Norwegian parents are entitled to 1 0 days per parent per 
year for 1-2 children and 15 days per parent, per year for three or more children. 
In France, parents may request off three days per year, per child, per parent and 
five days if the child is under the age of one or three or more children are present. 
Short-term leaves in the United Kingdom are based largely on employee and 
employer negotiations. Parents are entitled to a reasonable leave. Disputes 
about what is reasonable are addressed in court. Data regard ing the prevalence 
of short-term leave options is not available. 
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The prevalence of flexibility in the United States is similar to many other 
states in this study, despite having few statutory laws for work life balance. 
Workplace flexibility has been presented as part of a better business model with 
the help of work and life balance advocacy organizations, such as The Project for 
Attorney Retention, National Institute of Health, Institute for Workplace Innovation, 
and the Alfred P. Sloan Foundation. The costs associated with the high turnover 
of women in professional jobs prompted many companies to consider flexibility 
policies. As a result, several companies have extended flexibility options to all 
employees, including Hewlett Packard, Best Buy, IBM, Raytheon, Intel, and 
Deloitte (Kim 201 0). 
For Caregiving 
• For Education/ Training 
For Any Purpose 
Sweden United 
States 
United 
Kigdom 
France Germany 
Figure 12. Percentage of Employers that offer Long-Term Leave Arrangements 
by Country and Reasons for Leave. Source: Data for Norway is not available. 
Gornick, J.C, M.K. Meyers, and K.E. Ross. "Supporting the employment of 
mothers: policy variation across fourteen welfare states." Journal of European 
Social Policy?, no. 1 (1997): 45-70; Margherita, Antonia, Sile O'Dorchai, and 
Jelle Bosch. Reconciliation between work, private, and family life in the European 
Union. Population and Social Conditions, Statistical Books, Eurostat, 2009. 
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The problem with workplace policies, whether government legislation for 
the right to request flexibility or part of a better business model, is that not all 
types of flexibility are widespread and not well supported by workplace cultures. 
Statutory right to reduce hours to part-time are generally used by women. This is 
evident in the significantly much higher percentage of women working part-time. 
Though part-time statistics are not only limited to women who have reduced 
working hours after childbirth, the high portion of women is suggestive of more 
women than men taking advantage of this entitlement. As stated previously, th is 
type of approach supports women's employment, but it also limits professional 
advancement and, consequently, increases sex inequality in the workplace and 
even in the home by reducing the likelihood that men will contribute more in 
unpaid work due to their comparatively increased workload and higher 
professional status. 
Employer support, and perhaps more specifically managerial support, for 
all types of flexibility is vitally important to facilitating a culture of acceptance of 
such practices. Company support not only encourages use of flexible working 
arrangements by both men and women, but also functions as an overarching 
framework for all business practices, including training, resources, job 
assignments, and promotions (Hegewish 2009). In addition, employees' sense 
of entitlement of flexibility policies reflects the degree of support and low 
professional costs associated with use. 
Naturally, employees who feel entitled to flexibility arrangements are more 
likely to ask for and use such arrangements. Employees (mostly women) in the 
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Nordic states have a greater sense of entitlement than those in other states, 
largely on the basis of the government's commitment to gender equality. The 
Nordic states have a history support for gender equality that is distinct from other 
countries. Recently, however, the European commission has made gender 
equality one of its top priorities and provides directives for member states every 
few years. As a consequence, there is a greater commitment from the 
governments of all the European countries in this study, though levels vary. 
Employees' sense of entitlement can also be achieved where there is a strong 
business case discourse, as well. This approach is more formidable for countries 
with weaker support of gender equality issues, especially in countries, like the 
United States, where a more pronounced feminist backlash has occurred (den 
Dulk et al. 2011 ). 
Employees' sense of entitlement, however, does not necessarily result in 
employer accommodation of their requests. Kelly et al. (2008) found that 
generally supervisors would, in principle, like to accommodate their requests, but 
are often not given the resources or training for implementing more flexible work 
arrangements. The authors found that managers are often rewarded for 
numbers regardless of the human costs, reduced future performance, and high 
turnover rates. This coupled with the lack of resources often results in a working 
environment that is not conducive to flexible working. 
The business case discourse is an effective strategy for promoting 
workplace flexibility because the impact of these policies reaches beyond the 
retention of women to also include raising job morale, increasing job satisfaction, 
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increased productivity and profits, increased client satisfaction, attracting 
investors and employees, and thus, are more likely to result in the types of 
changes needed to support managers in the implementation of such policies 
(Galinsky, Bond, and Hill 2004; Landauer 1997; Lineberry and Trumble 2000; 
Baltes et al. 1999; Wyatt 2006; Halpern 2005). This strategy is likely to be more 
effective than gender equality discourse, especially for establishing workplace 
practices rather than crafting government legislation. Ranson (2005) argued that 
implementation of work life balance policies in the name of gender equity is likely 
to reinforce views that women and not men are the ones in need of special 
concessions. The impact of this approach often reinforces views about women 
being less competent and suited for work, thereby preserving masculine worker 
norms rather than challenging them. 
Government legislation alone cannot produce the kind of changes needed 
in the workplace to ensure sex equality because implementation falls on 
employers. Thus, in addition to legislation, government intervention needs to 
include building alliances with employers and providing resources for effectively 
implementing work life balance policies. All countries in this study have 
promoted work life balance campaigns, but the scope of the campaign varies. In 
the United Kingdom, for example, the government created two funds to provide 
assistance to employers implementing work life balance strategies and provides 
material support, but in the United States campaigns are designed to raise 
awareness rather than provide resources (Todd 2004). 
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Wage Gap 
The wage gap has remained relatively consistent over the last thirty years 
with the exception of the United States and United Kingdom. The wage gap in 
both countries during the 1980s was relatively much higher than those in other 
advanced democracies. Since then , the differences between these states and 
others have narrowed (see Table 12). Still , however, the wage gap is high. 
Women's median full-time earnings range from 78.4 to 91.3 cents for every dollar 
a man earns. 
Table 12 
Wage Gap Full-time Median Earnings 1980-2009 
STATE 1980 1985 1990 1995 2000 2009 
NO 8.7 
FR 19.7 17.0 15.3 10.3 10.8 13.1 
SE 14.5 18.4 19.6 19.0 15.5 14.9 
UK 35.3 33.6 31 .2 26.6 24.0 19.8 
us 36.6 33.0 28.5 24.6 24.5 19.8 
DE 27.0 27.2 23.5 23.0 21.6 
Note: OECD Fact Book, Economic, Environmental and Social Statistics, 2009. www.oecd·ilibrary.org/economics/oecd· 
factbook·2009_factbook·2009·en;jsessionid=1wdwyqufqv9fo.delta (Accessed June 6, 2012). 
Part-time workers in many countries earn less per hour than full-t ime 
positions and are often not entitled to the same benefits, like pensions, or job 
security. The effects of these factors can result in an even wider wage 
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differential later in life. In addition, there are few professional jobs that offer part-
time work (Fouarge et al. 2008). Most part-time jobs are low paying jobs with 
little chance for advancement. Most professional jobs in every country in this 
study are organized in a way that requires a greater time commitment. For 
example, in Germany, the working hours of professional jobs are often referred to 
as time without borders. Managerial and professional work is generally flexible , 
but the workload often spills over into weekends and weeknights (Hegewish 
2009). 
Women's earnings are also less than men not only because of the 
difference in intermittent labor market behavior and work schedules, but also 
because the types of jobs women typically work are lower paying jobs, even 
among professional women. Women are more likely to work in the public sector 
than in the private sector. Women are more likely to work in care and teaching 
professions that pay less than professions in science, technology, engineering, 
and mathematics. In every country in this study, job segregation contributes to 
the differences in men's and women's earnings. Sex segregation in the market 
occurs not only horizontally across occupations and sectors, but also vertically 
within occupations because women are less likely than their male counterparts to 
be upper level leadership positions and more likely to work in positions with little 
advancement potential (Bettio and Verashchagina 2009). 
The factors that contribute to sex inequality extend beyond supply side 
explanations. Several studies have found that the wage gap persists even when 
controlling for a number of variables, including firm size, public/private sectors, 
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markets, geography, and human and social capital (Dinovitzer, Reichman and 
Sterling 2009; Prokos and Padavic 2005; Noonan, Cocoran, and Courant 2005) . 
Organizational practices, such as lack of transparency and standardization in 
hiring and promoting practices, poor networking resources for women, exclusion, 
and other practices driven by prejudices and stereotypes have been shown to 
contribute to wage inequality (Bettio and Verashchagina 2009; Gjerberg 2002; 
Meulders 2008) . 
The factors contributing to the pay gap in the countries in this study 
include the social and structural constraints previously discussed. There are 
however, differences in the degree in which these factors play a role. For 
example, Meyersson, Peterson, and Snartland (2001) found that occupational 
segregation was a primary contributing factor for pay inequality in the United 
States, Norway, and Sweden, but that the degree was stronger in the Nordic 
states than in the United States largely due to the fact that there is a higher level 
of occupational sex segregation in these countries than in the United States. 
France also has a higher level of occupational sex segregation than the United 
States. In France 60% of all working women are employed in six occupations. In 
the United States, 40% of women are employed in traditionally female 
occupations with less than 5% men. 
Meyersson and colleagues also found that the United States has a higher 
level of inter-occupational pay inequality than the Nordic States, where women 
and men in the same occupation earn roughly the same (Meyersson, Peterson, 
and Snartland 2001 ). Recent data supports these findings. According to the U.S. 
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Bureau of Labor Statistics, in 2011 , the median full-time income of men was 
greater than women's in all but four out of 132 occupations surveyed. Wage 
gaps that occur within occupations can in part be explained by differences in 
specialization, sector, and working hours, though this is not always the case as 
mentioned previously. A study of the pay gap for French doctors found that male 
doctors earned two times as much. A large portion of this gap, but not all , was 
explained by the wide variation in specialization and working hours among male 
and female physicians. These differences occur not only in France, but also in 
every country in this study. The study also found that female doctors saw fewer 
patients than male doctors because they spent more time with their patients. 
The authors suggest that some of the variations in working hours can be 
explained by the tendency for male doctors, especially those in older cohorts, to 
have stay at home wives as opposed to female doctors who are married to men 
with professional careers. Thus, female doctors often adjust their schedules to 
accommodate family responsibilities (Silvera 2008) . 
Women in Germany and the United Kingdom are more likely to work part-
time than those in any other state in this study, and thus, working hours 
contribute to the pay gap in these countries to a greater degree than in others. 
Intermittent labor market behavior especially affects women in Germany and in 
the United Kingdom, but for different reasons. In Germany, women often take 
extended maternity leaves. One study found that the wage gap for women who 
returned to full-time work within a year of leave is 6% compared to 14% for those 
who return to work after three or more years. The maternity leave in the United 
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Kingdom is not as generous as in Germany and, thus, women are more likely to 
return to work sooner, usually part-time, or not at all for many years. Another 
study found that the number of children is a strong indicator of pay gap in the 
United Kingdom. This is also likely to be the case in the United States and in 
France where the number of children, especially three or more, significantly 
impacts employment and working hours. In these states, the wage gap widens 
over time. One study in the United States found that the women earned 80% of 
what men did one year after graduation. Ten years later this percentage dropped 
to 69% (Dey and Hill 2007). 
With the exception of anti-discrimination and equal opportunity laws, 
states have, at least until more recently, addressed sex inequality by tackling 
issues related to supply side explanations by supporting female employment 
through policies that enable women to balance career and family responsibilities 
and training initiatives to meet labor shortages. The governments have done 
little to intervene in the workplace practices that create obstacles for wage 
equality. Issues such as working time, pay structure, and job segregation have 
received little attention when crafting state policies (Rubery 2002). Government 
policies that address wage inequality include Equal Pay and Anti-discrimination 
legislation, desegregation policies, job evaluation and certification of skills 
initiatives or legislation, and awareness campaigns about workplace segregation, 
wage gap, and gender stereotypes. 
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Equal Pay and Anti-discrimination Legislation 
Equal pay and sex discrimination laws are an important first step for 
promoting sex equality, but can hardly fully address the social and structural 
constraints that contribute to sex inequality. All states in this study passed anti-
discrimination and equal pay legislation in the 1960s and 1970s. Generally the 
laws include a clause that requires equal pay for comparable work. Determining 
what exactly qualifies as comparable work, however, is difficult given that 
women's jobs are typically less structured than men's. The criteria and 
descriptions assigned to traditionally female occupations are generally broad and 
often the work is less visible and considered less valuable than traditionally male 
jobs. Thus, it is easy for employers to justify the wage differences. In addition, 
women are more often allocated to positions with lower wages and less 
responsibility than men. This type of discrimination may be occurring in Sweden 
where there are a high number of women working in jobs that do not match their 
skills (Ponzellini, Aumayr, and Wolf 201 0) . Women also potentially face 
discrimination when employers permit salary negotiations. As mentioned 
previously, women often negotiate less than men and when they do, they are 
penalized. The law in and of itself does not address these issues, but rather 
leaves it to the courts to decide whether discrimination has occurred. Leaving 
enforcement to the courts has not proved to be an effective measure for ensuring 
equal pay, ·especially in countries where punitive costs and class action lawsuits 
are low as in the Nordic states (Meyersson, Peterson, and Snartland 2001 ). 
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Since the passage of pay equity and anti-discrimination laws, states have 
passed new legislation to better address wage inequality between the sexes. 
U.S. President Obama passed the Lilly Ledbetter Act that clarifies when pay 
discrimination occurs and how long employees have to file a claim. Attempts to 
strengthen the Equal Pay Act, however, did not pass the Senate in 2011. The 
Paycheck Fairness Act, if passed, would have closed loopholes in the Equal Pay 
Act, strengthened incentives to prevent pay discrimination, and prohibited 
retaliation against workers who inquire about employers' wage practices or 
disclose their own wages. The legislation passed the House, but not the 
Republican controlled Senate. The act may have a better chance for passage in 
the future if the party controlling the Senate changes hands in the upcoming 
elections. The General Accounting Office has conducted investigations of 
government employees, and as a result some measures to ensure pay equality 
have been implemented at the federal level. All other investigations are carried 
out by individual states, but few states, however, have implemented policies 
(Watkins 1994). There is no legislation requiring the private sector to implement 
measures to reduce pay inequality. The US Labor Department Women's Bureau, 
does, however, provide information and guidelines for employers to ensure sex 
equality in the workplace. The guidelines include a timeline for implementing 
measures in the short-term, intermediate, and long-term. 
The United Kingdom also does not have any legislation requiring the 
businesses to implement wage equality strategies, but like the United States, the 
government encourages businesses to consider wage equality initiatives by 
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providing information and guidelines (Bettio and Vershchagina 2009). The Equal 
Opportunities Commission created the Code of Practice on Equal Pay in 1997. It 
outlines five stages for conducting a pay review and implementing counteracting 
measures. Only 11% of companies have completed a review, but most in this 
group have been reluctant to implement measures to address the wage gap in 
their companies. Among those that have not completed a review, 85% state that 
no pay inequality exists. Non-compliance is likely due to the voluntary nature of 
the policy, but also because the guidelines are ambiguous and the documents 
and unfamiliar to many employers (Chicha 2006) . In 2010, the government 
passed the Equality Act that strengthens equal pay legislation and makes pay 
secrecy clauses in employment contract illegal. Provisions that regulate 
workplace practices and publicize company information regarding pay gaps 
along with a number of others are still being considered (Hall 201 0). 
Germany passed the General Act on Equal Treatment in 2006. The law 
requires market organizations to take the necessary measures to protect against 
various work related forms of discrimination, including selection criteria and 
recruitment conditions, promotion , training, pay, and dismissals. The law does 
not attach any punitive or monitoring measures to ensure that businesses are 
upholding the law. Like the United States and the United Kingdom, the German 
government provides information and guidelines to employers. The United 
Services Union provides officers with handbooks and brochures on equal pay 
and training and seminars to raise awareness. The government has also signed 
agreements with employer organizations and business associations to increase 
efforts to reduce the pay gap and promote sex equality in the workplace by 
improving training, career prospects for women, creating a better work life 
balance, increasing the number of women in occupations, industries, and 
managerial positions (Ponzellini, Aumayr, and Wolf 201 0). 
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The French government recently passed the Eq.ual Pay for Men and 
Women law that addresses women's right to maternity leave, increases training 
allowance for employees who need to spend money on childcare in order to 
continue training while working, and helps small employers replace employees 
on paternity leave. The government also changed the labor code in 2006 to 
include mandatory occupational and sectorial pay equality agreements every 
three years. The law requires that companies abolish the gender gap by 2010, 
primarily through collective bargaining and work councils. As of 2008 43% of 
companies had not even started the bargaining process. Of those that have 
begun the process, only 5% have included occupational equality as part of their 
approach for addressing the pay gap. The remaining majority has a limited 
agreement that includes only equal pay for equal work. In addition, the law does 
not include any punitive measures to ensure compliance (Meilland 201 0). It is 
important to note, however, that collective agreements have been shown to have 
some success for closing the wage gap. One German study found that 
companies bound by collective agreements were significantly able to reduce the 
wage gap. The study also found that the presence of a work council reduced the 
gap by 5% (Ponzellini, Aumayr, and Wolf 201 0). 
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Though the pay gap in Sweden has not changed much in the last 30 years, 
during the 1980s the country had one of the lowest pay gaps among advanced 
democracies. The reason for this was largely due to the strong commitment to 
sex equality within unions. At the time, collective bargaining was centralized, but 
in 1983, the system dissolved and established more local control over pay, which 
in turn resulted in an increase in occupational establishment segregation and 
widened the pay gap (Meyersson, Peterson, and Snartland 2001 ). Since then, 
the government has passed legislation requiring businesses to submit annual 
wage surveys and established new legal definitions of work of equal value 
(Nergaard 2011 ). The state also requires that businesses develop and implement 
a company tailored pay equity plan that include observations of pay inequality, 
list of measures for addressing it, and an assessment of the effectiveness of 
these measures. This process is not clearly defined, but the Equal Opportunities 
Ombudsman monitors it. Between 2001 and 2005, only 11 % of companies 
adjusted their pay (Chicha 2006). Unsatisfied with the slow process of change, 
the government also created a Gender Equality Fund in 2007 to help supplement 
the incomes of low paid employees in sectors with predominately female workers. 
The money is collected from employers and distributed through a collective 
agreement process. In 2011, the fund was extended to include all low-income 
jobs after criticism from unions that the fund excluded women in low wage 
positions in male dominated professions (Kullander and Bjorklund 2011 ). The 
Swedish government also established an independent governmental 
organization, Equal Opportunities Ombudsman, to administer equality plans to 
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employers and conduct wage surveys. The organization is also very involved in 
public debates, awareness campaigns, research, and pay opportunities projects 
(Nergaard 2011 ). 
Norwegian companies are also required to report status and measures on 
sex equality on an annual basis. The government has recently announced that it 
will publish the information gathered from companies and their own research to 
all employees. In 2006, the government established the Gender Pay 
Commission to investigate the causes of wage inequality and provide 
recommendations for addressing it. The commission's report include 
recommendation for a wage pot similar to that in Sweden and earmarking one 
third of the parental leave for fathers. Their recommendation for the wage pot 
has made it on the current government platform among other measures, 
including efforts to continue to improve work life balance, combat social dumping, 
and reducing involuntary part-time work and substandard working practices 
(Nergaard 2010) . 
Desegregation Policies 
Many states have a long history of desegregation policies designed to 
promote women's employment in atypical jobs. These policies until recently 
have been one sided in the sense that men were not also encouraged to take 
jobs in traditional female occupations. These policies have also fallen short of 
sex equality ambitions because many provisions often reinforce segregation by 
encouraging women to enter occupations that men are leaving in search of better 
opportunities, such as manual and technical work in manufacturing. In addition, 
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these policies generally fail due to a lack of strong policy motivation. The primary 
reason for such policies has been temporary labor shortages rather than sex 
equality. Generally the policies have been largely ineffective because of poor 
design and/or implementation (Bettio and Verashchagina, 2009). 
The most common approach for addressing occupational segregation has 
been training and apprenticeship programs. The types of programs and targeted 
groups vary in each country. For example, Sweden and France have training 
programs that target unemployed or returning women and young women just out 
of high school or in college, and Germany. has programs that encourage women 
in IT occupations and public services (Rubery 2002). New commitments to 
address occupational segregation have emerged in all the countries in this study. 
The most common program supported by the each government specifically target 
women in the STEM occupations. The programs in Norway, however, target 
both men and women into atypical careers. Men are encouraged to enter the 
care and teaching professions. The state has had some success with these 
programs (Miller et. al 2004). 
Another approach for combating occupational segregation has been to 
require companies to conduct annual assessments of occupational equality at 
company and sector level. The Nordic states and France are the only states in 
this study that require assessments. Enforcement in the private sector, however, 
is generally weak (Bettio and Verashchagina 2009). In addition to annual 
assessments, France also passed a law requiring companies to work with union 
representatives to organize annual bargaining on occupation equal ity at sector 
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and company level. A conference was held in 2007 to discuss issues for tackl ing 
occupational segregation, but no steps have been taken as of yet (Silvera 2008). 
Job Evaluation and Certification of Skills Initiatives 
Establishing unbiased job evaluation criteria for selection, hiring, and 
promoting is a vitally important initiative for addressing constraints in the 
workplace, but the measures have often been on a voluntary basis and have not 
resulted in widespread behavioral changes. All countries require that businesses 
be fair when selecting, hiring, paying, and promoting employees. Each provides 
resources and information regarding this procedure. In addition, many market 
solutions are available to employers, but only two countries in this study have 
imposed a specific standard for job evaluation. In 2003, Germany implemented 
new job evaluation system for the public sector to redress undervaluation of 
women's jobs. The new system, however, has been criticized for not fully 
meeting the formal requirements for creating a fair and gender-neutral job 
evaluation and grading system (Maier 2008). Norway developed a software 
program to address problems with the implementation of job evaluation systems. 
The programs allow companies and individuals to check whether actual wages 
comply with the pay calculated by the program. There are limits, however, largely 
due to the fact that all characteristics of the worker are not taken into account 
(Bettio and Verashchagina 2009). Recommendations have been made to the 
French government to carry out an investigation of employer evaluation systems 
to identify, which systems are likely to lead to discrimination, but no action has 
yet been taken (Silvera 2008) . Job evaluation systems, however, are not always 
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the problem. Some state investigations showed that implementation rather than 
the system itself was the problem. This was discovered to be true in Finland and 
the Netherlands (Bettio and Versashchagina 2009). 
Awareness Campaigns 
Finally, awareness campaigns include raising awareness about sex 
inequality in the workplace. These campaigns specifically target issues related to 
occupational segregation, work life balance, pay gaps, and/or sex stereotypes. 
Like job training initiatives, these campaigns have also been one sided until more 
recently (Bettio and Verashchagina 2009) . Initiatives in the United States, United 
Kingdom, and France are still primarily designed to encourage women and young 
girls into atypical occupations. Germany recently collaborated with private firms 
to promote awareness campaigns targeting young boys and girls, Girls' Day and 
New Pathways for Boys. The Nordic states have implemented programs that 
challenge sex stereotypes in school curricula, and have pledged to work with 
media and advertising industries to reduce the use of stereotypes in these 
industries (Miller et al. 2004). Thus far, however, awareness campaigns have 
done little to address the problem of occupational segregation that is high in 
every country in this study. 
Governments and employment and equality organizations also partner 
with businesses to raise awareness and support for sex equality in the workplace. 
In Germany the Total E Qual ity Scheme Initiative established in 1996 promoted 
equal opportunities for men and women in business. The initiative awards 
companies, institutions, and authorities for exemplary activities in terms of human 
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resources aiming to provide equal opportunities. One hundred and sixty-three 
companies have been recognized. In the United Kingdom, the government 
created the Work Life Balance Alliance to promote work life balance in British 
companies. Twenty-two companies have joined the alliance. France awards 
companies that have undertaken efforts to ensure occupational equality and 
support parenthood in the context of single income. Since 2009, 46 companies 
have been awarded this Equality Label. In Sweden, the Golden Pacifier is a 
program that recognizes businesses that have established formal agreements 
and an equality action plans. In the United States, the government declared 
October of 2003 the first Work and Family Month to promote awareness about 
work life balance. The National Work-Life Institute partners with businesses to 
provide resources to commemorate this annual event (Miller et al. 2004). 
The review of policies suggests that government intervention strategies 
thus far have not done enough to address the wage gap considering the gap has 
narrowed only slightly in the last 30 years. Accountability measures are often 
weak, and thus, businesses have little incentive to implement pay equity 
strategies. The Nordic states clearly have the most comprehensive approach for 
addressing wage inequality. However, though anti-discrimination and equal pay 
legislation and desegregation policies have been implemented in all states for 
many years, the majority of the key policies for addressing the wage gap in many 
of the countries, including the Nordic states, are relatively new and, thus, 
perhaps too soon to make any predictions about their impact. 
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Leadership Gap 
The leadership gap is measured by the portion of women in upper level 
positions, management, company directors, and on company boards. This of 
course, provides only a snapshot of the varying different upper level positions in 
the market. However, the statistics are rather telling. Women account for less 
than 40% of management positions, and in most countries women account for 
less than 20% of company directors and board members (see Figure 13). The 
Nordic states have the highest portions of women in these positions. 
Managers 
• Directors 
Boards 
Germany France Norway Sew den United United 
Kingdom States 
Figure 13. Portion of Women in Managerial Positions, Company Directors, and 
on Company Boards (%}. Source: OECD, Family Database 2007. 
http://www .oecd. org/social/socialpoliciesanddata/oecdfamilydatabase. htm; 
Gladman, Kimberly, and Michelle Lamb. GM/ Ratings 2012: Women on Boards 
Survey. March 2012. 
Http://library.constantcontact.com/download/getlfile/11 02561686275-
86/GMIRathings-W08_032012.pdf (accessed September 25, 2012). 
A common argument about why there are so few women at the top is not 
discriminatory practices, but rather that there are not enough qualified women to 
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promote. This is true to some extent given to paucity of women in middle 
management and particular fields, especially in computer science and 
engineering where female graduates account for less than 30%. The reasons 
are much more complex, however, than there just are not enough qualified 
women. Women account for half of the professional jobs, and earn 50% to 80% 
of most professional degrees in every state in this study (Education at a Glance: 
OECD Indicators 2008). In other words, women have the skills and training 
needed to get the jobs, but yet they are not being promoted. Two common 
explanations are given to explain this phenomenon. The first is that women are 
more stationary than men, and thus, turn down higher paying and career 
advancing job opportunities in other areas. The second is that women are more 
likely to experience work life conflict that results in a reduction of working hours. 
The problem with these explanations is not that they are not in part true, but 
rather that they put the burden on women rather than question the way in which 
work and promotional tracks are structured. Individual women are expected to 
overcome these barriers, despite the fact that they are socially different from men. 
In addition, these explanations are only part of the story. As mentioned 
throughout the literature review, the causes of the leaky pipeline are due to a 
number of factors including lack of workplace flexibility in professional jobs, 
masculine culture that often excludes from important informal networking, lack of 
support and mentoring, gender bias in hiring, firing, and promotion, and the 
stereotype threat that is especially salient for women in non-traditional 
occupations and leadership positions (Soe and Yakura 2008). These factors are 
common in all states in this study, and in every state, addressing this problem 
has proved to be quite a challenge. 
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The work life balance policies, desegregation, and pay equity policies 
discussed previously could help narrow the leadership gap in addition the 
employment and wage gap. However, these policies have been more effective 
at helping women overcome some of the structural barriers for employment, but 
have not influenced the kind of widespread cultural and structural changes 
needed to ensure more women reach the top. 
Boardroom Quotas 
Aside from the policies discussed previously in this study, some states 
have been particularly interested in policies designed to increase the number of 
women in the boardrooms, specifically quota policies. The idea is that increasing 
the portion of women at this level will have a trickle-down effect because 
employers will be invested in ensuring enough women are in the pipeline. One 
study found a positive correlation between number of women as board members 
and the number of female middle managers (Storvik and Teigen 201 0) . Until 
recently, governments have done very little to address this disparity. As a result, 
the pace of change has been slow. One study commissioned by the British 
government found that at the current pace, it would take 70 years to achieve 
equality in the boardroom (Hastings 2011 ). Research from the United States 
also reports little change over the last several years. The Alliance for Board 
Diversity reported only 1 .1% increase of women on boards in the last six years. 
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In all countries, there is support for sex equality in the boardroom, but in 
the United Kingdom and the United States, there is little support for quota 
policies. The United Kingdom has only recently pledged to promote equity in the 
boardroom, but none of the recommended measures included quotas (Hastings 
2011 ). In the United States, the non-profit sector rather than the government 
largely carries out initiatives for sex equality on company boards. One national 
campaign , Women on Boards, has aspired to achieve 20% women on boards by 
2020. 
The Swedish government has implemented quota policy with no punitive 
measures. The state has a long history of supporting women in the workplace, 
and as discussed previously requires companies to implement gender equity 
plans. These factors could explain why there are a higher percentage of women 
on boards without a mandatory quota policy. One study found that countries with 
smaller pay gaps are more likely to have more female board members (Terjesen 
and Singh 2008) . This study suggests that in more egalitarian societies, women 
are more likely to be in positions of power. 
Norway and France are the only two states in this study that have 
implemented mandatory quota legislation. Norway was the first to impose a 40% 
quota on company boards. The law covers all companies except limited liability 
companies largely due to the fact that for small companies, shareholders are also 
generally board members. The law was passed in 2002, and all companies were 
expected to be in compliance by 2007. Under the law, companies were required 
to notify the Register on Business Enterprises of the board members that meet 
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the statutory requirement. If not done so by the deadline, the company could be 
dissolved. By January 2008, a small percentage of companies had not complied 
with law. These companies were given an extension. Full compliance was 
achieved by April 2008 (Hastings 2011 ). 
In 2009, France introduced a law imposing voluntary quotas on corporate 
boards with the expectation that in six years women would account for at least 
40% of board members. Under the law, companies were forced to comply or 
explain the reasons for non-compliance. Companies were expected to include 
these reasons in their annual reports. As long as they reported why, they did not 
have to comply. Because this measure was not producing any significant results, 
the government adopted a new law in 2011 imposing a mandatory 40% quota to 
be achieved by all listed and non-listed companies with revenues and assets 
over 50 million euros or employing at least 500 people. The 40% mark is to be 
achieved within the next six years. The transition period is designed to avoid any 
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problems that could occur as a result of immediate changes. The quotas, 
however, are strict gender quotas in the sense that required percentages must 
be achieved regardless of the skills of the candidate with the caveat that 
appointments should be done in accordance with the interest of the company. 
To ensure compliance, all male appointments made after the six years will be 
void if the company has not met the 40% quota (Hastings 2011 ). 
Quota legislation is being debated in Germany. The government has said 
it would impose a quota if the percentage of women has not increased by 2013. 
The government has said the law will impose a 30% quota for all supervisory 
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boards and a deadline of 2018 or 2020 at the latest. Under the law companies 
will be required to report on their recruitment process. The policy provision to 
ensure compliance is the same as that in France with one exception. If 
companies can prove that no women are willing or substantially qualified, the 
company is permitted to appoint a male. The law will also impose an unspecified 
quota for management boards and require listed companies to report the sex 
composition of their board . The government will publish the results with the 
expectation that publicizing these numbers will result in higher competition 
between companies in terms of attracting and promoting women (Hastings 2011 ). 
Replicating the Norwegian Model 
Clearly quota legislation was successful in Norway, but are mandatory 
quotas necessary? Based on the experiences of both French and Norwegian 
governments with voluntary quotas, it certainly seems that way. In neither case 
did companies respond to voluntary measures. As discussed throughout th is 
study, the inability for state policies to influence significant cultural and structural 
changes in the workplace is not exclusively a problem for the paucity of women 
in positions of power. Sweigart (2012) argues that what is needed to change 
company culture is a critical mass of at least 30% women in positions of power. 
Women's input and issues are more valued when there are a significant number 
of women present. This is unlikely to be achieved anytime soon at the current 
rate of progress, and thus, enforcing quotas are certain ly a way to achieve this 
quickly. 
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Sweigart (2012) identifies three factors relevant to Norway's success with 
company boardroom quotas. The first is the country's history of gender equality 
and use of quotas. In the 1980s, Norway implemented a 40% mandatory quota 
for public boards. The country has also had success with legislative quotas. 
Women comprise of 36% of the legislature. Sweigart argues that other countries 
that have had success with political quotas may be more open to the idea of 
boardroom quotas. This intuitively seems true, but Norway's legislative quotas 
are actually voluntary political party quotas as is the case in Sweden. Both 
countries have had success with these measures. Swedish women comprise of 
44.7% of the legislature. Sweden, however, does not support mandatory 
boardroom quotas. France, on the other hand, has implemented a statutory law 
for legislative quotas with little success. Women account for only 18.9% of the 
legislature (Quota Project). Thus, previous success with quotas may not be a 
good indicator of whether or not a state will enact mandatory quotas. 
Certainly, however, the historical and current governmental commitment to 
sex equality impacted the passage of this legislation. In countries that are more 
hostile to transformative policies, quota legislation is unlikely to be passed 
especially on the grounds of sex equality. The American and British political and 
legal cultures often view equality in terms of equality for all , reflecting the 
sameness model discussed previously. Women and men are viewed equally 
both legally and in the market without consideration for the social and structural 
barriers specific to women and not men. Thus, quota policies are viewed as 
discrimination against men. The passage of quotas in these countries would 
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require educating the public about the ineffectiveness of gender-neutral policies 
(Sweigart 2012) . Framing gender equality in the boardroom as good business 
may also be a more effective strategy for these countries. Currently many 
organizations championing more women in boards in the US are framing the 
issue in this manner (Joy et al. 2007). 
The second factor is the increased Norwegian tolerance for transparency. 
One example of transparency in Norwegian society is the national tax list. Since 
2002, the income of every taxpayer has been public knowledge. This is certainly 
a contrast to American culture where it is not appropriate to speak about income 
at the workplace and elsewhere. These public databases were instrumental in 
ensuring Norwegian companies met the statutory requirement. One of the public 
databases, Female Future, provided a list of qualified women for companies to 
recruit, in addition to providing training and support for women looking to 
advance their careers. The lesson here is that support mechanisms that help 
companies identify talented women and prepare women for board membership 
are necessary for ensuring successful implementation (Sweigart 2012). 
Finally, the legislation was widely supported across political divisions. The 
bill was introduced by the Christian Democrat party and endorsed by the Minister 
of Trade and Industry, Ansgar Gabrielsen. His endorsement had a significant 
impact on drawing support from other parties, especially among conservatives. 
Having a prominent conservative male endorse the quotas helped get the 
legislation passed. A similar approach may be effective other states (Sweigart 
2012). 
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Impact of Quotas 
A common objection for quota policies is that companies would be forced 
to recruitment less qualified candidates in order to meet the statutory 
requirements. These arguments were also made in Norway before the law was 
passed, but attitudes have changed dramatically since its passage (Desvaux, 
Devillard, Sancier-Sultan 201 0). Though adding more women to the boards in 
Norway increased the overall education level on the boards, studies conducted 
two years after full compliance was reached report only marginal increases and 
even a slight loss to the overall bottom line of Norwegian companies (Hoel and 
Dittmar 201 0) . This may be due to less upper management experience, which 
suggests that the lack of experience objections may be relevant. However, 
according to the Catalyst's (2007) research of Fortune 500 companies, those 
with more women in the boardroom outperformed those with less with a 42% 
higher return in sales, 66% higher return on invested capital , and 53% higher 
return on equity. Thus, it could be too soon to measure the impact of the quotas. 
In addition, other studies of Norwegian companies since full compliance have 
reported increased communication and strategic decision-making, and 
decreased conflict (Neilsen and Huse 201 0). 
Tokenism is another concern many have about implementing quotas. 
Opponents of quota legislation argue that people will always question the 
competency of female board members. Consequently, female board members 
will face additional scrutiny, isolation, and stereotyping (Elstad and Ladegard 
2012). However, this is more likely to occur when only one or a few women are 
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present, and thus, imposing a 40% quota establishes the critical mass necessary 
to ensure women have a greater level of influence within the organization. This 
has been reported to be true in Norway after the passage of the law (Elstad and 
Ladegard 2012) . 
Finally, mandatory quotas appear to be the only sure fire way to ensure 
more women in positions of power. This is not only true in the market, but also in 
politics. All of the nations with the highest portion of women in politics have 
either political party quotas within the leading parties or legislative quotas (Quota 
Project). The value of quota policies is the state intervention is able to penetrate 
the structural barriers that keep women from top-level positions and speed up the 
slow process of social and cultural change. Other policies and programs that 
support women that ensure the recruitment, retention, and promotion of women 
have been shown to be effective. For example, Winchester et al. (2006) 
described a national intervention at 34 Australian universities the implemented 
policies and procedures for promoting sex equality with support from senior level 
employees that targeted the promotion of women to middle and higher levels. 
Consequently the number of women in senior positions had a significant impact 
on changing management cultures. Soe and Yakura's (2008) study of the work 
culture in the IT profession suggest that successful interventions are less 
common and largely ineffective. The reason is that many programs are not 
comprehensive. In other words, the policy may target one area, like recruitment, 
but ignore hiring and promotion practices, and thus, result in no significant 
cultural change. The authors argue that interventions on one level often result in 
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counter resistance in all others. Bierema (2005) writes, "to be effective at 
eroding structural inequality and creating atmospheres conducive to women 
requires both networks and their organizations function with high awareness and 
action around issues of gendered power relations" (221 ). Organizational and 
network development require an assessment of organizational structure, 
demography, work flows and processes, organizational policies, and work 
assignments that may constrain women's networking (Wang, 2009). Bil imoria, 
Joy, and Liang (2008) write that organizations need to "implement wider and 
deeper change, transforming structures, processes, work practices, and mental 
models that perpetuate inequality'' (424). Thus, it is not that pol icies and 
programs without direct government coercion cannot achieve sex equality in the 
workplace, but it requires a level of commitment that is largely absent in many 
individual businesses, occupations, and sectors in the market. 
Distribution of Unpaid Labor 
State intervention that influences change in the distribution of unpaid labor 
in the home is not common throughout the states in this study. Four states, 
France, Germany, Sweden, and Norway, have implemented polices that could 
potentially influence change in this area. These polices were discussed 
previously in this study. They are the daddy month as part of the parental leave 
policy in Germany, Sweden and Norway and the 35-hour working week in France. 
The 35-hour working week did not significantly impact the division of labor in the 
home because this policy has not only weakened, but is overshadowed by 
childcare and support for domestic labor policies. 
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As for the daddy month, the impact is difficult to measure when looking at 
the statistics. In Germany, the division of labor is similar to that of other states 
without such a policy, but there is a significant difference between Sweden and 
Norway (see Figure 14). Both policies were implemented in the 1990s, while the 
policy in Germany was passed in 2006. It may be too soon to expect a change in 
behavior. Norway was the first in 1993, and Sweden passed the law in 1995. 
The daddy months are strictly reserved for fathers and, thus, cannot be given to 
mothers as the remaining portion of the parental leave can. As of 2003, Swedish 
fathers have two months paid paternity leave paid at a lower rate than before the 
law, 80% instead of 90% of previous salary up to a ceiling. Swedish fathers can 
take leave at anytime during the 69 weeks of paid paternity leave as long as it is 
not the same time as the mother. The length of paid leave is about 4-6 months 
shorter in Norway (Ekberg, Eriksson, and Friebel 2005). 
Ekberg, Eriksson, and Friebel (2005) studied the impact of the Swedish 
reform in 2003. They found that number of days taken by fathers increased by 
15 days, but the division of care, measured as father's use of sick leave to care 
for children, did not change. The authors suggest that the policy may not have 
influenced behavioral changes because fathers are able to allocate leave over 
the course of eight years. Norwegian fathers are able to allocate their leave for 
only three years. However, in 2002, before the reform, the average number of 
days fathers took leave was higher in Sweden than in Norway, 16.6 and 8.6 
respectively (Eydal 2005) . Thus, within a one-year period Swedish fathers spent 
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more time on leave than Norwegian fathers. Therefore, the explanation that the 
authors provide does not explain the difference in unpaid labor contributions. 
There are likely a number of variables that contribute to the differences. 
One possible explanation may be that more men take paternity leave in Norway 
than in Sweden, but these statistics are not available. The different family laws in 
each state could also impact the role of fathers in unpaid labor. Family law is 
similar in all Nordic states, with few distinctions. One of them, however, is a law 
passed in Norway that strengthens the rights of fathers in custody and 
maintenance payments. The measure was specifically designed to strengthen 
the role of fathers and weaken the sense of entitlement often deferred to the 
mother (Skevik 2003). Another possible explanation for the differences between 
Swedish and Norwegian fathers' roles in unpaid labor may be the level of 
propaganda endorsed by the government. In both countries, the government has 
been involved in propaganda campaigns to promote responsible fatherhood, but 
the scope of each of these campaigns is unknown. If the 2003 custody 
legislation is any signal, it may be that Norwegian government's campaign is 
more extensive. In addition, in 2004, the distributions of unpaid labor in both 
countries are similar (see Figure 15). In other words, the contributions of fathers 
in Norway have significantly changed over the last eight years, possibly as a 
result of a stronger sense of responsibility prompted in part by the combination of 
the daddy month, changes in family law, and propaganda campaigns. 
The difference between Swedish and Norwegian fathers is an important 
comparison to investigate given the fact that both countries have adopted similar 
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models for addressing sex inequalities in the workplace. In theory, we would 
expect to see similar patterns of behavior among men, but in reality, the 
distribution of unpaid labor in Sweden is actually larger than in the United States, 
where little state intervention occurs. Morgan (2006) argues that the distribution 
of unpaid labor in the United States is smaller than expected because of 
relatively limited access to affordable childcare leaves parents to adjust their 
working schedules around caring responsibilities, and thus, men are more likely 
to spend more time caring for children while their wives are working. Figure 14 
shows the number of hours reported by working parents for care. This measure 
does not account for the number of hours for unemployed or stay at home 
Figure 14. Hours Spent Caring for Children Per Week by Country and Sex. Total 
weekly, unpaid working hours declared by male and female workers aged 15 or 
more. Source: Margherita, Antonia, Sile O'Dorchai, and Jelle Bosch. 
Reconciliation between work, private, and family life in the European Union. 
Population and Social Conditions, Statistical Books, Eurostat, 2009. 
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Figure 15, however, demonstrates the average for all parents, including 
married and unmarried parents. The definitions of care in these two surveys 
exclude supervisory roles parents have while children are doing other activities 
and sleeping. Figures for the United States were not included in these surveys. 
Though not strictly comparable, According to the Married Parents' Use of Time 
Survey, 2003-2006, married women spent 9.4 hours a week caring for children, 
and married men spent 5.6 hours. 
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Figure 15. Average Weekly Hours Allocated to Care by Sex, (Ages 18 and over). 
Source: Anderson, Robert, Branislav Mikulic, Greet Vermeylen, Maija Lyly-
Yrjanainen and Valentina Zignate. Second European Quality of Life Survey, 
European Foundation for the Improvement of Living and Working Conditions, 
2007. 
Figure 16 shows the number of hours men and women spend on 
household activities. Again, in Norway, the distribution is smaller than anywhere, 
and the United States comes in second (though the data is not strictly 
comparable given the different methodologies used to collect the data) . With the 
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exception of France, countries with the highest distribution of paid labor also 
have the highest level of part-time work. The two outcomes may be related. The 
more time women spend in unpaid labor, the less time women spend in paid 
labor. This relationship reflects a more traditional culture. Though as mentioned 
previously, France too has a traditional culture, government policies have been 
more supportive of the employment of women than in the United Kingdom and 
Germany. 
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Figure 16. Weekly Hours Spent on Domestic Work by Sex, (Ages 20-74). 
Source: Calculated Using Harmonized European Time Use Survey, 2007. 
www.h2.scb.se/tus/tus/. (Accessed June 6, 2012); U.S. Bureau of Labor 
Statistics, American Time Use Survey, 201 0. www.bls.gov/tus/. (Accessed June 
6, 2012) . Data methods for each survey vary. HETU collected data using time 
diaries, and ATU collected data through interviews. 
Figure 17 shows the trends of women's proportion of unpaid labor from 
1961 to 2004. The proportion of women's share has decreased by nearly 20 
points in all countries over the last 40 years. Men's share of domestic work has 
increased, while women's contributions have decreased. Men's contributions to 
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care, however, have remained relatively stable over time in France, but have 
more than doubled in the United Kingdom, United States, and Germany. 
Women's care time has decreased in France and Sweden, remained stable in 
Norway and Germany, and has increased in the United Kingdom and the United 
States. In addition, the statistics reveal there has been little change in the 
division of labor since 1994, with the exception of France. The change is France 
is largely due to the significant decrease in women's contributions in care 
(Gershuny and Kahn 2012). 
Figure 17. Trends in Women's Proportion in Unpaid Work. 
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Source: Calculated Using Multinational Time Use Survey, 2005. 
www.timeuse.org/mtus/. (Accessed June 6, 2012). The data is not strictly 
comparable with data in Figures 13-15. 
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CHAPTERV 
CONCLUSION 
The analysis of this study provides support for the hypothesis that state 
intervention is necessary to achieve sex equality and consequently does explain 
in part why the level of variance in terms of market outcomes and the distribution 
of unpaid labor occur in the six countries of this study. However, specific policy 
provisions and important contextual factors can enhance or mitigate the degree 
to which government policies are able to remove or minimize social, cultural , and 
structural barriers and thus affect the market outcomes of women. The analysis 
of government policies also demonstrates the weakness of the states' abilities to 
influence change in the workplace and the broader cultural gender ideology and, 
thus, explains why progress has been so slow even in countries with extensive 
government intervention. 
State policies such as childcare, paternity leave, and part-time work have 
influenced the employment rates of women. There is certainly a relationship 
between female employment and the provisions of these policies. The United 
States, however, serves a contrast to other states that have implemented 
extensive measures in these areas. The level of variance between th is state and 
others is minimal in terms of female employment, calling into question the need 
for state intervention but, when market outcomes in employment are compared to 
those in the Nordic states, a more significant variance occurs. A closer analysis 
reveals that the specific policy provisions matter. However, it may not be 
necessary that the United States implement the same policies. In fact, it may not 
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even be politically feasible. The lesson from the policy analysis is that alleviating 
the costs of childcare and increasing the quality and availability of care and 
providing paid parental for at least 6-9 months impacts the retention and 
employment rates of women. 
It is much more difficult, however, to explain incidences of part-time in the 
different countries in terms of policy variances. A common explanation is the 
work life conflict experienced by women. Policy measures to address this 
problem include workplace flexibility and parental and sick leave. The parental 
and sick leave policies in the Nordic states stand out in comparison to all the rest 
and could explain the lower incidences of the part-time employment. Families in 
the Nordic states, more specifically women, are better able to resolve work life 
conflict because of the statutory provisions that enable them to take time away 
from work for care without career penalties. The number of days of sick leave 
coupled with the extended parental leave provision that allows parents to work at 
a 75% to 90% working schedule without a change in the employment contract 
can support full-time employment. However, again the United States calls into 
question whether these policies are necessary. Certainly the policies are 
sufficient, but the fact that women in the United States are more likely than any 
other state to be employed full -time rather than part-time suggests that such 
policies might not be necessary. The distribution of part-time and full-time work 
in the United States is very similar to that in Sweden despite the very different 
policies, but the employment gap in the United States is much higher than in 
Sweden. Women in the United States, thus, are more likely to not be employed 
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at all. Based on the literature and empirical studies mentioned throughout th is 
study, the reason women are opting out of the labor market more in the United 
States than in Sweden can in part be explained by the higher level of work life 
confl ict, especially among professionals. Therefore, state policies such as those 
in the Nordic states are necessary to ensure the full-time employment of some, 
but not all women. 
The best explanation for the variance in the level of part-time work 
between the United States and other countries with either less generous 
paternity and sick leave policies, as in United Kingdom, or too generous, as in 
Germany until 2006, is the division of unpaid labor. Countries with a smaller 
distribution of unpaid labor have the highest full-time employment rates of women. 
The causal relationship can certainly be the other way. Economists argue that 
women's participation in labor increases their bargaining position within the home, 
and thus results in more equal contributions (Boeri, Del Boca, and Pissarides 
2005). However, one study found that women's contribution in unpaid labor was 
greater than men's despite having higher earnings suggesting that traditional 
gender ideology plays a role (Sevilla-Sanz, Gimenez-Nadal, and Fernandez 
201 0) . This study suggest that it is likely that countries with a greater distribution 
have more traditional families and, thus, more likely to have higher incidences of 
part-time work. The exception, however, is France, where there are both a higher 
proportion of women working full-time and less equal division of unpaid labor. As 
suggested previously, this can be explained by the well-developed childcare 
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policies and domestic support policies that are absent in Germany and the United 
Kingdom. 
Workplace flexibil ity in theory can support the full-time employment of 
women, but this kind of flexibility is not common throughout all the states in this 
study. The most common approach taken to alleviate the burden of work life 
conflict has been to allow reduced working hours. Consequently, increasing the 
incidences of part-time work and diminishing women's wages and promotion 
prospects. Part-time work policies have been a measure to ensure the 
employment rates of women. These policies have had both negative and 
positive impact on women's employment. More women are likely to be employed 
when part-time work is available, but the consequences of this type of work 
widen the wage and leadership gap between the sexes. In addition, nearly 20% 
of all female part-time employment is involuntary employment (OECD, 
STATExtrac~. 
An alternative to addressing the work life conflict for women without the 
negative gendered consequences would be to implement widespread and 
comprehensive flexibility measures in the workplace that are used regularly by 
both men and women, but sex equality is not a priority for businesses and in 
many cases not one for the state either and, thus, without compulsory measures, 
it is unlikely business will implement the measures. The particular state policies 
designed to compel businesses and occupations to implement sex equality 
measures are relatively recent, and it is too soon to measure the effects. The 
Nordic policies may have the best results because of the accountability 
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provisions included in the policies. If the analysis of the passage of the quota 
policies in Norway and France are any indication of the level of action taken on 
the part of businesses without punitive consequences, it is unlikely that state 
interventions that do not include measures to monitor and hold businesses 
accountable for progress will be effective. The business case argument could be 
an effective strategy for soliciting the cooperation of businesses. Making the 
argument that sex inequality affects the companies' bottom line can certainly 
influence the necessary commitment needed on the part of businesses to 
effectively implement measures to address sex inequality in the workplace. 
Despite evidence that equality promotes growth, few companies have made it a 
priority, resulting in change at the level of individual companies, and not at the 
occupational level. 
Soe and Yakura (2008) explain that widespread changes need to occur 
not only within individual companies, but at the occupational level as well. The 
reason is because occupational cultures in part influence the recruitment, 
retention, and promotion of women. This phenomenon is well documented 
throughout this study, but the authors expand upon this research in their study of 
IT profession, and find that the occupational culture is particularly hostile to 
women. The authors' study reveals the need for widespread and comprehensive 
sex equality and workplace flexibility measures to ensure occupational change. 
They find while some individual programs sponsored by individual businesses or 
organizations have been effective, they have not resulted in occupational change 
and, consequently, have not been able to counter the problem of occupational 
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segregation. Others are largely met with resistance and because of the lack of 
commitment and narrow focus have been ineffective at the individual level as 
well. 
The analysis of state intervention for addressing the wage and leadership 
gap in all countries of this study reveals significant challenges for achieving sex 
equality in the market. The most significant hurdles in all countries include 
structural and cultural factors in the workplace and the persistence of the gender 
stereotypes. These factors are generally much more difficult for state policies to 
address than factors related to human capital. The reason for this is twofold. The 
first has been mentioned previously, the effectiveness of these pol ices rests on 
the cooperation of businesses, and generally governments avoid including 
coercive measures in the construction of the legislation. Even parental leave and 
sick leave policies are funded in part or entirely by the state to alleviate the 
burden for employers. The consequence of the lack of coercive measures has 
largely been non-compliance and thus, slow changes in the wage and leadership 
gaps. The second is the limited ability for government to directly affect culture. 
State policies can reinforce traditional cultural and social divisions of labor, as in 
France, or support the change, as in the Nordic states, but in the words of Daly 
(2004) , 
The welfare state may create a framework that is generally more 
conducive to specific arrangements for domestic labor but straightforward 
and unproblematic relationship between policy and outcomes should not 
be assumed and cannot be guaranteed. (115) 
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According to gender socialization and interaction theories, changes in the 
dominant gender ideology occur locally in the interactions between individuals. 
When women and men interact in the context of unequal power and status 
relationships, the dominant gender ideology is reproduced. Thus, the ability for 
states to significantly impact ideological change will rest in their ability to increase 
the number of interactions between the sexes in the context of equal 
relationships (Ridgeway and Smith-Lovin 1999). With the exception of quota 
policies, state policies have largely only influenced the proportion of women in 
employment, but not in positions of power or equal status. 
The analysis in this study reveals that it is certainly possible to achieve 
sex equality without state intervention, but unlikely and not in due time. The kind 
of state intervention needed, however, may even be just as unlikely in some 
states, especially the United States and the United Kingdom. The persistence of 
traditional gendered values, norms, and beliefs about sex differences is both the 
overarching cause and a consequence of sex inequality in the workplace. This 
makes change slow without some kind of accelerant. Many scholars argue that 
World War II was the force behind the feminist movement that occurred in the 
1960s and 1970s. Women's lives were fundamentally changed as a result of the 
significant number of women working brought about by the necessity of war 
(Honey, 1984). Quota legislation passed in Norway increased the number of 
women in positions of power, and theoretically will impact important changes in 
the workplace. It is perhaps too soon to see this impact reflected in the wage 
gap and leadership gaps in other areas, but what can be said for sure is the 
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coercive measures were effective at getting businesses to implement a policy 
when others have been largely ineffective. In addition , based on interactions 
theory and the empirical studies mentioned throughout this study, it is policies 
that ensure the promotion of women to positions of power in the market that will 
have the greatest impact on facilitating the kind of changes needed to achieve 
sex equality. 
Is state intervention necessary to increase the number of women in 
positions of power? The answer reflects in part when we expect to achieve sex 
equality. If we can wait 70 years as one study suggested than perhaps the 
answer is no. Structural, cultural , and social changes need to occur, but these 
changes could potentially be achieved with the measures already being taken by 
a number of non-governmental organizations, especially in the United States. 
For their efforts to be effective, however, we have to assume, that traditional 
gender ideology is weakening rather than strengthening over time. The 
malleability of culture does not imply a natural progression forward, but can also 
include a backlash. Many feminists warn against the potential of a backlash and 
the lost momentum of change since the 1960s and 1970s especially in the United 
States (Williams 201 0). 
In the United States, the lack of policies has not in the short-term led to 
wide variations between this state and the other states in this study, but the long-
term impact of the absence of policies could reinforce traditional cultural views 
about the division of labor rather than strengthen egalitarian views. The lack of 
state support sends a clear message that women must conform to masculine 
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norms if they want to succeed in the workplace. The contradiction between the 
rhetoric of equality and the lived experiences of women has led to many 
American women being pushed out of the market, thereby conforming to more 
traditional divisions of labor (Crittenden 2001 ). Several American scholars have 
written about the growing "opt out" culture in the United States (Fine 201 0; 
Williams 2010; Blair-Loy 2003) . The number of women leaving work is still low, 
but the discourse reinforces the traditional dominant gender ideology and can 
impact the persistence of this ideology in the absence of significant structural and 
social changes in the workplace, which is unlikely to occur anytime soon without 
coercive state intervention. Thus, yes, state intervention does appear to be 
necessary to prevent a backlash and to act as an accelerant for cultural change. 
Boardroom quota policies, like those in France and Norway, are certainly 
the fastest way to accelerate the types of structural and cultural changes needed 
to achieve sex equality in the workplace. Germany is considering implementing 
a boardroom quota policy if the voluntary approach proves to be ineffective. 
Other countries like the United Kingdom and Sweden may follow suit, but as of 
now there is little support for quota legislation. The United States is the least 
likely to pass quota legislation. The United States would have to change its 
constitution to legalize quotas. This was also the case in France and will be true 
in Germany if they pass quotas, but the difference is that it is much more difficult 
to change the U.S. constitution than it is in other countries (Nelson 2006). In 
addition, to the legal issues, the American political climate and ideology is not 
conducive for the passage for such legislation (Morgan 2006) . Thus, it is unlikely 
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that the kinds of structural and cultural changes that need to occur to produce 
sex equality in the market will be achieved through quota policies. Though 
alternative approaches will likely be slower, there are policies the American 
government can pursue to promote sex equality. Increasing financial support for 
childcare, paid paternity leave and paid sick days for all families would likely 
increase the number of women working, especially low to middle income women. 
Requiring businesses to submit pay equity and sex equal ity plans to the 
government may help address the wage gap. The lesson from other countries, 
however, is that these policies need to be well monitored and provide support for 
companies in the construction, implementation, and assessment of the plans. 
Finally, rather than implementing quota policies, the government could educate 
businesses about the financial benefits of diversity, require companies to widen 
recruiting pools for board members' appointments, provide a list of viable female 
candidates, and/or provide training and support to encourage women to seek 
boardroom positions. This approach was done in Norway and coincided with the 
passage of quota policies. 
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